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Abstract
Russell, Marilyn Denice., Ed.D. The University of Memphis. December, 2016. Relationships
among Teacher Absenteeism, Evaluation Scores, and Satisfaction with Teaching at the
Elementary School Level. Major Professor: Deborah Watlington, Ph.D.
In an effort to determine what factors were believed to influence teacher absenteeism in a small
southwestern rural district in Tennessee, a study was conducted using information from Survey
Monkey (https://www.surveymonkey.com/r/satisfaction_absences) to obtain responses from 89
teachers in grades third through fifth at seven elementary schools located in a southwestern rural
area of Tennessee. This quantitative study addressed relationships among teacher absenteeism in
terms of sick and personal leave days used by the teacher, their professional evaluation scores,
and the teachers’ satisfaction with teaching in general. To help understand teacher’s satisfaction
with teaching, specific questions were asked as to whether they loved teaching, were satisfied
with their current position, and felt confident in their ability to teach. The responses were
examined to identify variables that might impact teacher absenteeism and provide the district
with information which could decrease the teachers’ attempt to miss days. The methods used to
identify and analyze the data were based on the survey of Bentley and Rempel’s (1980) Purdue
Teacher Opinionnaire. Quantitative analysis revealed of the relationships between teachers’
absenteeism, their TVAAS-based evaluation scores, and their satisfaction with teaching that
teachers who, on the whole, are more often in class and on the job tend to be evaluated more
positively and to be more satisfied with teaching in general. To some extent, the strength of these
relationships appear to be greater among more experienced teachers. The analyses of the
relationships between teachers’ absenteeism, their TVAAS-based evaluation scores, and their
satisfaction with teaching suggest that teachers who, on the whole, are more often in class and on
the job tend to be evaluated more positively and to be more satisfied with teaching in general. To
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some extent, the strength of these relationships appears to be greater among more experienced
teachers. At the same time, this study finds no support for a direct link between satisfaction with
teaching and teachers’ scores on the evaluation system embraced by the state.
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Chapter 1
Introduction
What is teacher absenteeism and why is it gaining so much attention? According to
Mashaba and Maile (2013), teacher absenteeism occurs when teachers are not physically present
at school when they could otherwise be expected. Understanding absenteeism in the workforce
has been studied for years in factories and businesses alike according to Cheng (2013). Now,
teacher absenteeism is beginning to gain considerable attention because it has become a major
problem for educational leaders in the United States who seek to improve the quality of
education (Miller, Murnane, & Willett, 2008; Sezgin, Koşar, Kılınç, & Öğdem, 2014). Cheng
(2013) found that “teacher absence rates are noticeably higher than absence rates for workers in
other occupations with teacher absences are at 4% and those in the managerial workforce are
only 3.1%” (p. 2). Hubbell (2008) noted that teachers have a tremendous amount of pressure
placed on them to meet performance goals by increasing their instructional time. There is an
educational reform on the move to change the backdrop of how teachers teach. Anderson (2004)
stated in his research that personal growth and economic development are essential investments
in education and the students can no longer be about busy work, playing on the school yard, and
attending school to meet their friends. Students need the skills necessary to help them become
lifelong learners.
Building administrators and superintendents of schools face a daily struggle with teacher
absenteeism as they attempt to improve the effectiveness of their school districts (Kronhen,
2013). The purpose of this quantitative study is to investigate the relationship among teacher
absenteeism, evaluation scores, and the teachers’ satisfaction with teaching in general. The study
took place in the third through fifth grade in seven elementary schools located in a rural school
system in southwestern Tennessee.

Decreasing teacher absenteeism hinges on several major factors that educational leaders
struggle with throughout the school year as they seek ways to improve the overall effectiveness
of their schools: the financial cost of teacher absenteeism, students attending school in low
socioeconomic areas, students’ performance on standardized tests, and sick and personal leave in
schools that go unmonitored by school leaders (Finalyson, 2009). Teacher absenteeism as a
financial liability has been linked with strained school district budgets (Foldsey & Foster, 1989;
Gaziel, 2004). Having recognized the overall financial impact, Miller asserted, “The costs of
teacher absence, both in financial and academic terms, can no longer be borne in silence” (2012,
p. 1.). Ehrenberg, Ehrenberg, and Rees (1991) stated that teacher absenteeism as a financial cost
was one particular area which had been the focus of research and it continues today according to
Miller (2012). Teacher absenteeism accounts for the loss of up to one-quarter of school
spending (National Center for Educational Statistics, 2007). A fundamental right afforded to all
humans is equal access to a good education which promotes the development of productive and
comprehensive strategies for a healthy life (Obeng-Denteh, Yeboah, Sam, & Monkah, 2011).
Students can be successful when teachers are present to impart knowledge needed to help make
an impact on their academic learning. An interesting fact researched by Darling-Hammond
(2006) was that teachers are “highly efficacious” when they feel they are making a significant
difference in the education of a child (p. 125). Any kind of financial loss in funding due to
paying substitute teachers hurts those students from disadvantaged backgrounds for whom
school is the only avenue for economic and social advancement (Keller, 2008). Schools spend
more on the salary and benefits for teachers than any category of expenditure. Factoring in the
cost of paying for substitute teachers cost $2 billion a year as far back as 1982 (Norton, 1998).
The cost had doubled within six years to $4 billion annually with 5.3% of teachers absent on a
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given day accruing the increase from stipends for substitute teachers and associated
administrative costs (Miller, 2006). Additional financial costs tied to teacher absences included
payouts of accumulated, unused leave, and annual awards designed to discourage unnecessary
absences (Miller, 2006). Polo (2009) found that student performance is affected by the teacher’s
absentees go beyond meeting the objectives on a daily basis. Polo further went on to infer that
students who were at the elementary level were more easily distracted by a teacher’s absenteeism
than students in middle and high school due to their developmental need. While each district will
experience this phenomenon at differing levels, the overall effect undoubtedly is immense. It has
been estimated that teacher absenteeism cost over $25 billion nationally in the year 2000, and
substitute teacher expenses may constitute a full 1% of some districts’ annual budgets (Roza,
2007). Because of the significant impact of absenteeism and the financial crunch in which many
schools find themselves, even slight improvements in teacher attendance could free up muchneeded funds that districts could allocate for more productive uses such as technology,
instructional coaches, and professional development (District Management Council, 2004).
A second problem associated with teacher absenteeism at the elementary level is that of
students who may already struggle due to their low socioeconomic status. Pitkoff (1993) sought
to establish that students who were at an economic disadvantage needed instruction more, but got
it the least.

Absent teachers cannot form relationships with students when they are not present

in the classroom to provide instruction. Lam (2014) found in his study that teachers have the
propensity for forming stereotypes or expectations toward students who are of a lower
socioeconomic status. He concluded that it was crucial if students were to learn, they must be
provided those opportunities which will help with their development both in interpersonal skills
and cognitive abilities. If students are not afforded such opportunities, it could impact their
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intellectual development and affect how they communicate with other individuals (Norton,
1998). This deprivation poses a language barrier which causes students to be less prepared to
meet the academic challenges that they will face throughout their educational journey especially
for students from low socioeconomic status households. Heppt, Haag, Böhme, and Stanat (2015)
explained that “children from low SES families are less prepared to grasp understanding of
academic language than their peers from high SES families” (p. 63). It is imperative for
teachers to be present to make an impact on students and their learning. Finalyson (2009) found
that teachers in these areas tend to be absent the most. Teachers at the elementary level were
found to average 3.42 days of absences per school year as compared to teachers at the secondary
level which is much higher today (Norton, 1998).
A third factor associated with teacher absenteeism is improving student’s ability to be
successful and having a solid educational foundation. Research strongly supports the negative
consequences of teacher absenteeism as a disruptive influence on student learning and
performance (Finalyson, 2009). A study conducted by Brown and Arnell (2012), showed
schools in Alabama where students were poor and failing to meet academic achievement had
teachers who were absent the most. Finalyson (2009) also found that students tend to score
lower on standardized tests when the teacher is absent from the classroom. Although in the past,
some studies have purported to assert otherwise, notably Ehrenberg, et al., (1991) showed that
there was little to no impact on students’ ability to be successful as opposed to the detrimental
effects of student absenteeism. However, in later years Clofelter, Ladd, and Vidgor (2007),
Finlayson (2009), and Miller, et al. (2008) found that there is a direct impact on student
performances when teachers are frequently absent from school for various reasons. Students
who already struggle academically, continue to widen the academic gap in low-income schools.
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There appears to be an even greater problem in schools where students are of a low socioeconomic status which could be either a low-or high- income school. Finlayson (2009) revealed
in his research of the Cobb County School District that teachers are out of the classroom on
average 14 days per year. That is four days higher than a national average of 10 days per school
year, as reported in Georgia. Therefore, the students attending schools in low socioeconomic
areas will suffer the most because they struggle with achieving skills at the onset of their
schooling. The absence of regular teachers can have a negative impact on the acquisition of skills
fundamental to the future success academically of the students. An impact of the No Child Left
Behind (2001) has been to call for standardized achievement tests as accountability measures for
states, districts, schools, teachers, and more importantly, students, ensuring students are taught
by teachers who are highly qualified as important to the growth and success of all students. To
meet the NCLB mandates, many states have established testing programs (Grimes, 2010). For
the students who stand to gain or lose the most, it is, however, unclear if these programs are in
the best interest of the students in the public educational system. Programs steeped in researchbased data and have a proven track record for getting the best results must be tested and proven
to be sound (Grimes, 2010). Marchant, Paulson, and Shunk (2006) found that without a
thorough investigation of programs and curriculum innovations, the public education system in
the United States is known for jumping on bandwagons, such as standardized testing in their
view, before determining their effectiveness. Numerous studies have been conducted on the
topic of teacher absenteeism in the educational system, but the problem continues to exist
according to Clotfelter et al. (2007); Finlayson (2009); and Miller, Murnane, and Willett (2008).
To reduce the number of absences in districts, educational leaders are beginning to ask
administrators questions about what they are doing to address this issue (Kronhen, 2013).
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Districts are required to compensate absent teachers for services with no corresponding output
which makes teacher absenteeism very costly (Anonymous, 2003). In order to have a better
quality of education, planners and policy-makers need to be aware of the concern of teacher
absenteeism and how it can impact students as they continue their educational journey
(Anderson, 2004).
Another impact of teacher absenteeism upon a school district is the unmonitored usage of
sick and personal leave by educational leaders. Gaziel (2004) stated that educational leaders
needed to do a better job at monitoring teacher absenteeism. The goal of leaders of all learning
institutions is to provide students with the best quality education possible. This behavior goal
can be accomplished when leaders pay close attention to who is teaching the students. The
problems of empty classes, finding a suitable teacher for an empty class, and explaining the
situation to parents in detail are closely associated with the lack of human resources within
school and the school principal is the one who faces such problems stemming from teacher
absenteeism directly (Sezgin et al., 2014).
Based on these factors alone, the financial strain of the district’s budget, the low
socioeconomic status of students, the student’s ability to achieve academic success, and the
unmonitored usage of sick and personal leave, it is imperative for leaders to take a look at
teacher absenteeism if district leaders want all students to be successful. Teacher absenteeism
needs to be tackled as a problem. Policymakers need to accurately measure teacher absenteeism
by keeping records that can provide clear evidence as to where the problem areas lie (Rogers &
Vegas, 2009). District leaders want schools that are successful. If the goal of each school
district is to have an effective school, all invested parties must pay close attention to how to
reduce teacher absenteeism.
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Purpose Statement
The purpose of this quantitative study was to explore the relationships between teacher
absenteeism as measured by teachers' usage of sick, personal days and the composite of the two,
the three-year average “value-added” scores (TVASS) obtained by these teachers under the
state’s evaluation system, and the teachers’ self-reported satisfaction with teaching in general.
In seven elementary schools, the relationships were examined by surveying third-through-fifth
grade teachers in the rural southwestern area school district using the Purdue Teacher
Opinionnaire (PTO) survey that is divided into three sections: demographics, teacher attendance
and evaluations, and the teacher’s satisfaction with teaching using a 20-item questionnaire to
determine the teacher’s opinion about teaching.
In this study, teacher absenteeism was compared to teachers within the district based on
age, gender, ethnicity, level of attainment, and years of teaching during 2012-2015 school years.
Teacher’s relationships on usage of sick and personal days and professional evaluation scores
were also compared to each other to determine the strength of those relationships.
Significance of Study
Studies prior to 2000 showed that districts were having a problem with teacher
absenteeism and that it was putting a financial strain on their budgets (Ehrenberg, et al., 1991;
Foldesy & Foster, 1989). Miller (2012) found in his research that the most determinant schoolbased factor in a student’s success are the teachers, but due to their absences, the districts were
spending a large amount of money on substitute teachers ranging anywhere from $40 dollars to
$125 a day depending on the state. When teachers are absent from the classroom, regardless of
the reason for their absences, student performances are poorer than when the teacher is not
present to teach students the necessary skills needed for a solid foundation in their academic
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journey. Results of this study will be beneficial in assisting the district and school leaders in
determining specific factors believed to impact teacher absenteeism, thereby reducing the
financial cost associated with teacher absenteeism in addition to providing highly effective and
verifiably successful instruction.
Conceptual Framework
Most of the research today follows the studies of Miller (2012), and many cite his work as
they continue to research teacher absenteeism. Some of the most noted researchers in the past,
Koelling (1983); Dorward, Hawkins, and Smith (2000); Darling-Hammond (2000); and
Sorenson (2001) agreed that Miller’s work was the catalyst that brought teacher absenteeism to
the forefront of research efforts to improve the overall scope and success of education
worldwide. They referenced Miller’s research as they looked at policies dealing with the use of
substitute teachers and the amount of money being used to fill classrooms with unqualified
individuals who were not equipped with the necessary skills to teach the students, a situation that
has become a primary focus of all invested parties in the educational arena due to teacher
absenteeism. Parents are taking notice of who is teaching their children and what is being taught.
For schools to be effective, community leaders, parents, teachers, students, and board policy
members are key figures in improving schools and their quality. The identifiable theory used to
shape the conceptual framework of this study was the Purdue Teacher Opinionnaire (PTO)
created by Bentley and Rempel (1980). It served as a guide for the instrument used in this study
for the 20-item questionnaire based on the teacher’s perspective of their satisfaction with
teaching at the elementary level. The PTO was used to analyze the data gathered for this
research on the teachers’ satisfaction with teaching.
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Although there have been multiple studies conducted about teacher job satisfaction, there
have been minimal studies conducted about teacher absenteeism and its relationship to teacher
satisfaction with teaching in general. The PTO consisted of 100 items grouped to explore 10
categories related to teachers and the environment in which they work. All categories were
aimed at assessing some facet of teacher morale. The questionnaire items in varying numbers
have as their targets the following 10 domains: (1) teacher rapport with the principal, (2) rapport
among teachers, (3) teacher salary, (4) teacher load, (5) curriculum issues, (6) teacher status, (7)
school facilities and services, (8) community support, (9) community pressures, and (10)
satisfaction with teaching. As defined by Bentley and Rempel (1980), satisfaction with teaching
pertains to teachers’ relationships with students and, in particular, concerns their satisfaction with
being students’ instructors. Teachers with the highest morality love to teach, feel competent in
their jobs, enjoy his/her students, and believe in the future of teaching as a profession. The
relationship between satisfaction with teaching and teacher absenteeism have many factors
associated with teacher absenteeism. The 20 itemized statements on the Purdue Teacher
Opinionnaire are designed to capture the teachers’ opinions about aspects of their work and their
relationships their supervisors, colleagues, and students.
Teacher absenteeism is an ongoing issue at which school leaders are beginning to take a
long and hard look at in light of the reforms taking place in education at all levels. Due to an
increase in teacher absences, districts have to spend large amounts of money on substitute
teachers who are frequently unskilled and lack the knowledge needed to carry out the assigned
job by highly-qualified teachers. Different types of characteristics suggest that policies which
seek to change the conditions in schools can be effective in reducing absenteeism, concomitantly
affecting the rate of absences among the different schools (McKenzie, Nugroho, Ozolins,
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McMillan, & Sumarto, 2014). The major part of schools employs female teachers, and women
tend to be absent at a high rate, which creates a barrier to success for all students but especially
places struggling students at risk of failure (Miller et al., 2008). In the early 80s, research about
teacher absenteeism was vague; however, research today shows that teacher absences are on the
minds of many leaders as they seek to improve the quality of schools (Clotfeller et al., 2007;
Duflo, Hanna, & Ryan, 2012; Marchant et al., 2006; Miller, 2012). There are variables about
students that cannot be controlled by district and school leaders, such as a child’s socioeconomic
status, the involvement of parents, resources needed to promote growth, or administrators who
support the efforts of teachers; but the presence of a highly-qualified teacher in the classroom
results in a positive relationship that increases the students’ learning. Miller (2008) concludes
based on his research that when a teacher is absent, a student cannot learn.
Miller (2006) asserts in his dissertation, The Casual Impact of Teacher Absence on Student
Achievement, that teacher absenteeism can no longer be borne in silence. It is a growing
epidemic that continues to plague the students in the schools of the United States. Miller further
stated that teacher absenteeism is a national problem and the cost of teacher absences are relative
to students and subsequent loss of knowledge attributed to those absences. Miller concluded in
his research that the study of teacher absenteeism was appropriate for two reasons: 1) When
teachers are absent, it lowers a student’s chance of being successful in school seeing that teachers
are the most important motivator to students succeeding in the classrooms, and 2) Teacher
absences cost approximately $4 billion dollars a year, and this financial outlay ties up resources
or funds that could be spent to educate the students.
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Research Questions
The purpose of this quantitative study is to explore the relationship among teacher
absenteeism, professional evaluation scores, and the teacher’s satisfaction with teaching at the
elementary level in grades third through fifth in a southwestern Tennessee rural school district.
The following questions are addressed to complete this quantitative research study:
1. What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their self-reported three-year average TVAAS
evaluation scores?
2. To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their self-reported three-year average TVAAS evaluation scores
significantly moderated by such demographic variables as gender, ethnicity, age, number of
years teaching, level of educational attainment, and number of years at their current school?
3. What is the strength of the relationship between the self-reported three-year average of
teacher absences taken by teachers and their overall satisfaction with teaching as measured
by the Purdue Teacher Opinionnaire.
4. To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their overall satisfaction with teaching as measured by the Purdue
Teacher Opinionnaire significantly moderated by such demographic variables as gender,
ethnicity, age, number of years teaching, level of educational attainment, and number of
years at their current school?
5. What is the strength of relationship between teachers’ self-reported three-year average
TVAAS evaluation scores and their overall satisfaction with teaching as measured by the
Purdue Teacher Opinionnaire?
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6. To what extent is the strength of relationship between teachers’ self-reported three-year
average TVAAS evaluation scores and their overall satisfaction with teaching as measured
by the Purdue Teacher Opinionnaire significantly moderated by such demographic
variables as gender, ethnicity, age, number of years teaching, level of educational
attainment, and number of years at their current school?
Definitions of Terms
1. Absenteeism-When an employee fails to report for or remain at work as scheduled,
regardless of the reason.
2. Stress-A state of mental or emotional strain or tension resulting from adverse or very
demanding circumstances
3. Relationships-Teachers, students, and parents forming a relationship that will prove
positive in a school setting to promote student achievement.
4. Educational Accountability-Teachers level of high-quality status due to their ability to
promote academic success in students.
5. Substitute Teacher-A person who teaches a class when the regular teacher is unavailable
6. Academic Achievement-An achievement level that has been proven successful through
the course of learning comparable to other students at the same level
7. Financial Cost-The cost of paying substitutes for which it becomes a financial burden
for the board when teachers are absent from school.
8. Job Satisfaction-Being satisfied and fulfilled in a place of employment for which one is
happy and motivated to attend work on a daily basis.
9. District Policies-Policies and procedures which are put in place to guide teachers in the
work place with step-by-step instructions on what is expected in their job performance.
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10. Tennessee Educator Accelerated Model (TEAM Evaluation)-A model used to
evaluate a teacher’s effectiveness in the classrooms based on teaching and learning
established criteria.
11. Tennessee Value-Added Assessment System (TVAAS)-Measures the impact schools
and teachers have on their students’ academic progress. TVAAS helps educators identify
best practices and implement programs that best meet the needs of their students, as well
as make informed decisions about where to focus resources to ensure growth
opportunities for all students.
Delimitations and Limitations
1. This study will identify participants who teach third through fifth grades.
2. This study will include all seven public elementary schools in a rural southwestern
Tennessee district.
3. This study will use data gathered from schools with varying socioeconomic and
performance levels.
4. The instrument used for the collection of data of the teacher’s self-reporting was the 100item Purdue Teacher Opinionnaire (Bentley & Rempel, 1980).
5. This study was limited to teacher absenteeism and its relationship among usage of sick
and personal days, professional evaluation scores, and the teacher’s satisfaction with
teaching in general at the elementary level.
6. The researcher did not use data from other surrounding districts to gather information.
7. The researcher did not use any other tool to measure the variables.
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Organization of the Study
This research study contains four chapters. Chapter 1 includes the introduction of the study,
the purpose statement, the significance of the study, the conceptual framework, the research
questions, the delimitations and limitations of the study, the definitions, and the literature review
which is divided into sub-topics related to teacher absenteeism: (a) teacher-related stress, (b)
teachers’ satisfaction with teaching, (c) highly-qualified teachers, (d) teacher and student
relationships, (e) usage of substitute teachers, (f) organizational culture of districts, (g) school
district’s sick and personal leave policy, and (h) Tennessee Educator Accelerated Model (TEAM
Evaluation Model). Chapter 2 details the methods and procedures used to collect, analyze, and
report the data. The results of the data and the exploration of the findings are presented in
Chapter 3. Chapter 4 summarizes the conclusions, implementations, and recommendations for
further studies.
Review of Literature
Decreasing teacher absenteeism is a large problem for school districts across the United
States. The awareness of what goes on in schools is more pervasive now than ever before. The
focus is on what goes on in classrooms and on the outcomes of this experience as revealed by
standardized testing to determine annual yearly progress (AYP). Many of the problems leaders,
teachers, and students face in the schools are due to the overwhelming problems that have
already been created in society and have now made their way into the school systems. Dinham
(1994) asserted that these new problems arise from sociological causes.
Education both reflects and influences society, and there have been significant changes in
the nature of society with commensurate changes in education since the late 1960s.
Regardless of grade taught or subject discipline, teachers need knowledge of social issues.
They also need to be able to recognize the nature of social change, its causes and effects,
and to communicate effectively with a variety of cultural and other groups. (p. 11)
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There are significant pressures placed upon teachers that are demanding as they try to
instill the love of learning into students to help meet the mandates of the high stakes testing. One
of the critical issues under investigation is the impact teacher absenteeism has upon student
academic achievement and the responsibility of teachers to maintain excellence in instructional
content. Parks (1983) asked, “How does one compensate professionals for inadequate books and
supplies, large classes, disruptive students, public criticism and limited assistance, increased
duties, and the lowest salaries paid to highly educated personnel in the nation” (p. 1). Based
upon job satisfaction and teacher evaluation scores, leaders throughout the school districts will
continue to see this ever-rising problem continue to grow.
This literature review will address the following areas critical to the need to take measures
to correct the negative impact that teacher absenteeism has on schools academically and
economically: (a) teacher-related stress, (b) teacher’s satisfaction with teaching, (c) highlyqualified and effective teachers, (d) teacher and student relationships, (e) usage of substitute
teachers, (f) organizational cultures of districts, (g) sick and personal-leave policy, and (h)
Tennessee Educator Accelerated Model (TEAM Evaluation Model)
Teacher-Related Stress
With an increase in studies on the field of stress between the 1980s to the present, one of
the most stressful professions in the United States and Europe is the job of a teacher because of
the many high expectations that must be carried out on a daily basis (Ravichandran & Rajendran,
2007). Many people assume teaching is an easy job with a lot of benefits like long vacations,
short hours for teaching and decent pay says Botwinik (2007), but this is a misconception that
the public has about teaching in general. Researchers over the years are beginning to take a
closer look at stress and its effects on teaching (Nagel & Brown, 2003). Teacher absenteeism
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was shown to have a disconnect with the board policies approved for personal leave, sickness, or
days not approved by board polices (Buckley, Schneider, & Shang, 2004). When teachers are
stressed, it is often due to the amount of responsibilities associated with their job. Many of the
stress factors deal with the ratio of teacher to students, not having the resources necessary to
teach the students they have been assigned, or an overload of paperwork that does not necessarily
have to do with what they teach. Through research conducted by Jofres and Haughey (2001),
teachers who are stressed have less desire to teach and they are prone to have more sick days
than their peers. Some of the effects of stress are as follows:
immune system,
sickness-miss work/school,
depression,
stressed people don’t do well in math,
can’t learn,
memory, and
suicide (Medina, 2008).
There is an overriding reason linked to teacher usage of sick and personal days in the
public school systems, and many teachers are absent due to stress brought on by their reactions
to stress. Teacher’s perceptions and reactions to stress result in a plethora of physical symptoms
both minor and major, and all can be a cause for teacher’s propensity to use sick and personal
days to justify absenteeism. Teachers cannot perform their assigned duties when they are
exhausted from the day-to-day work in the classroom. Pakarinen, et al. (2010) stated exhaustion
due to work-related activities for teachers may be detrimental to their ability to perform their
jobs effectively. Eskridge and Coker (1985) reported minor symptoms such as constant fatigue,
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weight loss that cannot be explained, an abundance of headaches, and the inability to get the
necessary amount of sleep needed. They also found some major symptoms that call for
prolonged medical attention related to stress, such as high blood pressure, ulcers, colitis and
gastrointestinal issues, and shortness of breath. Once these problems exist, teachers miss school
repeatedly. Miller (2008) reported that in the New York Public School System, 70% of
experienced teachers planned to retire in two years citing stress brought on by testing and
standards. Miller (2008) further found in his study that 30 % of new teachers planned on
leaving the teacher profession. This departure would potentially create vacancies in the teaching
staff of eighty thousand. The stress for teachers on the job has escalated over the past few years
and is taking a toll on teacher’s physical and mental well-being (Troman, 2000). Eskridge
(1985) stated, “Once one reaches the "burnout stage," it becomes harder to find the energy or
ability to adjust to stress. Individuals become increasingly susceptible to illness and emotional
trauma in this state” (p. 2).
Gold, Smith, Hopper, Herne, and Hulland (2010) concluded that stress within the teaching
profession has a negative impact on the health and well-being of individual teachers and on
retention and recruitment for the profession as a whole. Stress and burnout go hand-in-hand and
are directly related to teacher absenteeism. Eskridge and Coker (1985) emphasized that teacher
burnout is characterized as a career crisis and often causes teachers to be ineffective. They
further found that some of the stress indicators associated with teacher’s stress are due to
tardiness to school, reduced efficiency, staff turnover, and teacher absenteeism. When an
individual is stressed, he or she may experience burnout due to pure exhaustion from the
pressures of the job, a feeling of not being treated with respect and not having a voice to make
decisions, and the inability to accomplish personal goals as a result (Montgomery & Rupp,
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2005). Teachers who experience burnout often claim that the classroom is not for them and once
they leave the profession, they state they are much happier not being in the teaching profession.
(Buchanan, 2012). Troman (2000) found stress to be a feature that is widespread in the teaching
profession and is heightened due to the demands of social relationships with both adults and
students. The cost of stress to the education system was estimated at 230 million dollars in 1998
(Troman, 2000). Nias (1996) pointed out however, that stress was not brought on by their
encounters with students but with other adults within the school community, namely, colleagues,
administrators, and parents. The classrooms in America today are totally different from past
classrooms because of the emphasis put upon teacher accountability. He further stated that it is
easier for a teacher to become an overstressed dropout in the American classroom today.
Botwinik, (2007) suggested that poor working conditions, low salaries, family responsibilities
and the need to pursue education were also causes for teacher’s stress levels to be on the rise.
Botwinik (2007) suggested the following ideas for teachers to reduce stress:


Create a sense of humor,



Outside of the classroom, get professional recognition,



Change your career focus,



Set realistic limits on what can be accomplished, and



At the end of the school day, leave school behind and focus on family or hobbies.
Because teachers are being held accountable and all eyes are focused on how teachers can

increase student academic achievement, the stress level has increased tremendously over the last
decade (Troman, 2000). During the course of a school year, educators face many overwhelming
stressors (Botowinik, 2007; Kyriacou, 2001; Nagel & Brown, 2003). These stressors may include
time dealing with other colleagues and parents, students who lack motivation, maintaining
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discipline in the classroom by managing student behaviors, planning lessons, students with
special needs, and confronting general time pressures (Botowinik, 2007; Kyriacou, 2001; Nagel
& Brown, 2003). Derogatis (1987) conducted empirical research on understanding stress using
the Derogatis Stress Profile, a psychological questionnaire which measures an individuals’ stress
disposition. He defined stress was an “interaction between the person and the environment,
appraised or evaluated by the person as being taxing or exceeding his or her personal resources,
and, as a consequence, disrupting his or her daily routines” (Montgomery & Rupp, 2005, p. 4).
The Derogatis Stress Profile identifies three main sources or domains which influence stress:
personality mediators: this is influenced by an ability to deal with time pressure, a desire to
succeed, an attitude of confidence, the potential to relax, and an understanding of their role,
environmental factors: this is influenced by a healthy consciousness, domestic satisfaction, and
vocational satisfaction, and emotional response: depression, anxiety, and hostility make up this
construct (Montgomery & Rupp, 2005).
According to Montgomery and Rupp (2005), emotional stress is the one most associated with
teachers and their experiences in the educational field. Whether a novice or a seasoned teacher,
the experience of stress is likely especially for public school teachers. It is important, therefore,
for teachers to recognize the symptoms associated with stress (Eskridge & Coker, 1985).
Teaching is a difficult job. Teachers must deal with the stress associated with the expectations
mandated by school leaders to increase student academic achievement. Borg and Riding (1991)
revealed that 32.6% of teachers in a survey on stress among primary educators in Malta, rated
being a teacher either very stressful or extremely stressful. “The implications of the problem go
beyond the concern for the teacher's well-being due to the adverse effects that the prolonged
experience of stress may have on the teacher’s mental and physical health” (Borg & Riding,
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1991, p. 263). Classroom teachers can no longer sit behind a desk and simply pass out
worksheets for students to complete in isolation. Even when teachers could rely on worksheets
as instructional tools, stress resulted from the realization that students lost motivation to learn.
Teacher stress leads to less interaction among teachers and their students, thereby decreasing the
motivation of students to learn and lower quality instruction (Pakarinen et al., 2010). When the
standards of instruction and the resulting student achievement are not met, teachers are subjected
to additional stress resulting from their failure to keep the school’s ratings high. Furthermore,
parents are much more aware of what is going on in the classrooms than ever before.
Ravichandran and Rajendran (2007) reported that teaching is considered to be a noble,
profession in general with many high expectations not only from the leaders at the state, federal,
and local levels of government, but also from the parents. This brings about emotional stress
which is also related to teacher exhaustion for which Pakarinen et al. (2010) said may lead to
teacher’s lack of interaction with students which in turn lowers the teacher ability to show
sensitivity toward the students.
Teacher Satisfaction with Teaching
Roznowski and Hulin (1992) commented, Job satisfaction . . . has been around in
scientific psychology for so long that it gets treated by some researchers as a
comfortable "old shoe," one that is unfashionable and unworthy of continued
research. Many organizational researchers seem to assume that we know all there is
to know about job satisfaction; we lose sight of its usefulness because of its
familiarity and past popularity. (p. 18)
The relationship between teacher absenteeism and job satisfaction is an ongoing debate
for educational leaders. Walsh and Battitori (2011) stated that there are 4 million K-12 teachers
in the United States and that two out of five teachers in the American educational system
appear disappointed and disheartened about their jobs. Job satisfaction is defined as a
condition that is pleasurable based upon an individual’s job or their job experiences (Veldman,
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Tartwijk, Brekelmans, & Wubbels, 2013). Job satisfaction is the result of a personal
assessment of work and work experiences. In order to prevent teacher burnout and teacher
attrition, the importance of understanding job satisfaction is paramount to decreasing teacher
absenteeism, (Veldman et al., 2013). To gather data on job satisfaction, Veldman et al. (2013)
found that the support of leadership, liberty to make decisions, relationships with their peers,
the amount of work and the school climate were the main factors associated with teacher’s
ability to remain satisfied with their jobs. Neubert (2004) stated, “Satisfied employees are
more likely to remain in a position and to avoid absences than are dissatisfied employees” (p.
1). Pitkoff (1993) found that better teacher attendance was associated with teachers being
satisfied with teaching if they have the support of strong instructional leaders, good working
conditions, other staff members who can collaborate, the ability to help make decisions, and a
voice to have control over curriculum and instruction.
Employees who wish to make themselves look good are much more prone to say that they
are unhappy because they do not have responsibility, are not getting ahead, have
uninteresting work, see no possibility for growth and do not receive recognition than to
say that their supervisor is unfriendly, the administration is poor, the working conditions
are bad, their fellow workers are unsociable, etc. (Walsh & Battitori, 2011, p. 4)
Teachers go into the field of education for many reasons, but when it comes to retention,
teachers remain in the field for either intrinsic or extrinsic reasons which are the basis for
teacher job satisfaction. Those intrinsic factors are the major reasons teachers chose education
as their career choice. Intrinsic factors might include the enjoyment of teaching a new skill to
someone and working with young people. Research has shown that teachers who are able to
maintain their motivation and continue to be satisfied with their jobs, do so because of
acceptable student results and a good relationship with their teachers (Veldman et al., 2013).
Researchers noted that while intrinsic motivators may entice teachers into the profession,
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extrinsic factors may affect their satisfaction in the job. Extrinsic factors that influence job
satisfaction include salary, perceived support from educational leadership, and availability of
resources, (Choy, 1993; Druss, Schlesinger, & Allen, 2001). Many factors can be attributed to
the increase in teacher absenteeism when it comes to job satisfaction. Johnson and Holdaway
(1994) stated that when teachers are satisfied on the job, they are less likely to be absent from
work. However, the overall element that comes to the forefront is having a sense of trust that is
felt in the work environment. Some of the subscales on trust explored by Bogler and Somech
(2004) discovered that the best outcomes for teacher satisfaction involve those associated with
teacher leadership. Leaders must trust teachers to (a) deal with educational issues and make
sound decisions, (b) the ability to make decisions concerning educational issues, (c) implement
an effective process for groups to make decisions and at the same time solve problems, and (d)
allow teachers to be and act as effective leaders. Berry (2008) found that teacher job
satisfaction is heavenly influenced by school leaders. Leaders on all levels set the tone for the
climate of the schools when it comes to determining teacher job satisfaction. Shields (2009)
reported, “To keep teachers, changes need to be made, first and foremost, in administrators in
the schools. Administrators absolutely need to first and foremost support and protect the
faculty. They need to treat teachers like professionals by giving them freedom and autonomy in
the classroom. Administrators need to understand the overwhelming mental, physical, and
emotional stress teachers in these districts are under and limit extra duties. They need to work
to develop programs that involve parents and the community in ways that support teachers” (p.
79). Research conducted by Klassen, Usher, and Bong (2010) on teacher absenteeism and its
relationship to job satisfaction has shown that teachers who are satisfied with their work,
display increased levels of motivated behavior and performance. “The satisfaction that
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teachers gain from their work may be experienced individually, but teaching is not practiced in
a social or cultural vacuum,” (Klassen et at., 2010, p. 465). An earlier study concluded that
there was “minimal or no relationship,” but this research was limited due to the small number
of articles published on the subject (Judge, Thoresen, Bono, & Patton, 2001, p. 377). Goddard,
Hoy, and Hoy (2000) found that teachers pull away psychologically by becoming indifferent,
passive, or apathetic if they feel the workplace conditions are not up to good standards resulting
in chronic absences. This withdrawal produces job dissatisfaction and all interactions
associated with the job. Klassen et al. (2010) indicated that there is an increasing body of
research which is elevating the relationship between teacher’s motivation and job satisfaction,
but acquiring this understanding of the relationship has been overlooked. Litt and Turk (1985)
conducted a study by comparing schools in which they found 78% of teachers stated that their
job produced a majority of their stress in their everyday life. The report revealed that only 38%
of the non-teachers identified stress as a challenge in their everyday lives. The performance of
teachers is dependent upon job satisfaction. When the teacher is absent, the question which
comes to mind is how satisfied with the job they are if absenteeism is a problem? The
individual must be satisfied in an effort to lead to better performances that are valued (Judge et
al., 2001). Judge et al. (2001) cited some of the mediators as being those goal oriented, has a
need to be successful coupled with achievement, pays attention to details, and has a great
attitude. Klassen et al. conducted a study in 2010 of 500 elementary and middle schools in
Canada and the United States and it showed that these teachers were not satisfied in their
teaching profession as those in Korea. Some of the variables used were “I am happy with the
way my colleagues and superiors treat me, I feel good at work, and I am satisfied with what I
achieve at work” (471). However, Litt and Turk (1985) reported reasons for job dissatisfaction
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were based on other factors. The report showed 76% of teachers were not satisfied with their
salary, 45% stated poor advancement opportunities, while the other 34% indicated there was
not enough time to complete the amount of work assigned. Because teacher absenteeism is a
growing problem, it has gained a considerable amount of attention over the years. Studies
show that when teachers are absent, it has a profound effect on the system as a whole
(Kronholz, 2013). The cost of teacher absenteeism is a problem. After conducting a study of
509 elementary teachers working in 36 public schools from over California, Bridges (1980)
found in his research that there is evidence to suggest that job satisfaction and absenteeism are
more related. Until leaders at the district level find a solution to increase job satisfaction,
districts will continue to be bombarded with the cost of attempting to educate students with
those who are less qualified to get the job completed.
Highly-Qualified Effective Teachers
In developing countries, absenteeism is higher than that of the United States, but it is
continuing to rise in the American school districts. “A teacher who is absent through illness or
any other cause, or who leaves teaching because of persistent illness, is lost to the children
whom she/he would otherwise have taught” as cited by (Mashaba & Maile, 2012, p. 2). The
teacher absenteeism rate was rising as conducted by Clotfelter et al. (2007), Duflo et al. (2012),
and Miller (2012) and was a concern of immediacy at that time by. The pressure to improve
student outcomes has increased now that there is more accountability leveled on teachers. In
order to have a better quality of education, planners and policy-makers need to be aware of the
concern of teacher absenteeism and how it can impact the student’s ability to be successful
(Anderson, 2004). Education is a lifelong process. The students of the future need the skills
necessary to help them become college-and career-ready to compete in the global market.
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Students cannot learn without good quality teachers in the classrooms teaching skills that can
help them become productive citizens ready to go out into the world to help make a positive
impact on the future of a globalized world.
In order for people to feel satisfied with the work itself, there is a need for both personal
and institutional needs to be met. “New teachers, however naïve and idealistic, often
know before they enter the profession that the salaries are paltry, the class sizes large,
and the supplies scant. What they don’t know is how little support there is from parents,
school administration and colleagues once the door is closed and the textbooks are open.
(Walsh & Battitora, 2011, p. 3)
Most current teacher evaluation system does little to help teachers improve or support
personal decision making according to researchers, practitioners and policy makers (DarlingHammond, Amrein-Beardsley, Haertel, & Rothstein, 2012). Teachers are being held
accountable for how and what they teach the students. Kult’s study (1973) found that it is rare
to find a school utilizing teacher evaluation forms not in need of quite a bit of revision. To
improve the effectiveness of schools, schools and districts across the country need to work
diligently to find high-quality teachers who can produce high-quality teaching (Gallagher,
2004). Based on evaluation scores teachers received, teachers feel the pressure to meet the
needs for which they see as hard to meet. Teacher evaluation of student work is one of the
most common forms of classroom evaluation cited as having positive effects on how well
students perform and a change in attitude (Olina & Sullivan, 2002). When teachers are
evaluated, they need the feedback that will help them to make improvements to how and what
they teach just as students in order for them to show success in their instruction to the students.
Olina and Sullivan (2002) said teachers who provide a brief written comment on objective
examinations significantly improved student performance compared to a student who receives
no feedback at all. To enhance student learning, it is important for teachers to be effective and

25

have the knowledge base to promote and improve student performance in classrooms. DarlingHammond et al. (2012) showed that six factors influence student:
• other teachers prior to current teachers,
• loss of learning due to summer break especially low-income students,
• individual abilities, health, attendance and different student needs,
• specific tests used to measure achievement, and
• associated school factors such as class size, curriculum materials, resources for learning,
and instructional time.
Part of the teacher evaluation system is the teacher’s contribution to student learning. To
evaluate student test score gains from one year to the next, the Value-Added Model (VAMs) is
used as a tool to accomplish this goal (Darling-Hammond et al., 2012). Teacher effectiveness
ratings differ significantly because it is all dependent upon the classes a teacher has from year-toyear. Five school districts’ data examined by researchers found that the scores of teachers who
scored in the bottom rankings in one year, only 20% to 30% had similar ratings the next year,
while those who moved to the top part of the distribution scored well above average in the 25%
to 45% rankings (Darling-Hammond et al., 2012). The evaluation of teachers is complex, and it
is not one which teachers view favorably. Due to the pressure placed on teachers by school
districts to perform well on state assessments, increasing student performance continues to be a
high problematic area for educational leaders (Korelich & Maxwell, 2015). Teachers, new and
seasoned, feel there are many variables affecting student learning that are beyond their control.
Until leaders find a systematic way to evaluate teachers and make it meaningful for all invested
parties, teacher evaluations will continue to be a heated topic worthy of investigation.
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National Assessment of Educational Progress (NAEP) conducts regular and systematic
monitoring of the student’s test results from a national survey (Suter, 2000). When the teachers
are absent, students’ learning is jeopardized. Because of this behavior, it poses a problem in
the quality of education students need. Measures of whether students have been given the
opportunity to learn the content taught is decreased tremendously when test scores are
interpreted (Suter, 2000). Teacher absenteeism across the United States has caused severe
hardships to colleagues, which results in the loss of productive hours for districts and hinder
leaders from achieving the necessary overall school objective (Anonymous, 2003). Miller,
Murnane, and Willett (2008) found in their longitudinal study on Do Teacher Absences Impact
Student Achievement at some point in time that a student will be taught by someone other than
the assigned classroom teacher. This person often will be a substitute teacher who lacks the
educational skills to carry out the assigned duties. Parents, teachers, students, and school
leaders are more aware of what goes on in the classrooms now than ever before due to all
reforms surrounding education. The move in planning the quantity of education is more
focused now on the quality of education by ensuring that students from all walks of life go to
school to learn when they are in school which is why the role of the teacher is even more
important in the process of this planning (Anderson, 2004). Not only is teacher absenteeism a
problem in the United States, but other counties are experiencing the same challenges for their
societies. In countries such as India, Indonesia, Uganda, Ecuador, and Zambia, surprise visits
reveal that teachers are absent at a high rate, thereby reducing the quality of schooling for
children, especially in rural, remote, and poor areas (Roger & Vegas, 2009). The government
of Trinidad and Tobago, in its Strategic Plan 2011-2015, identified teacher absenteeism as a
key problem confronting the educational system (Anonymous, 2003). Ehrenberg et al. (1991)
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put forth that the lack of research on the causes of teacher absenteeism are unfortunate because
of the effects teacher absences may have. Furthermore, less learning occurs when regular
teachers are absent research verifies causing students to suffer. The problem with teacher
absenteeism has escalated because stakeholders continue to hold teachers accountable for what
is being taught in the classrooms (Anonymous, 2003). Miller et al. (2008) confirmed that
teacher absenteeism has a profound effect upon the educational system and is very costly to the
district as a whole. The factors found to be associated with teacher absenteeism are determined
by how satisfied teachers are with their job on a day-to-day basis and how they form those
critical relationships that can be conducive to decreasing teacher absenteeism.
Teacher and Student Relationships
Teacher absenteeism has a trickledown effect when it comes to teacher and student
relationships. Jacobson (1989) hypothesized that the importance of teacher and student
relationships developed between the teacher and student proved to influence student outcomes.
Jacobson further concluded in his study that teacher absenteeism and poor attitude might
impede the student’s ability to achieve student academic growth. Teacher and student
relationships are linked to the quality of instruction received. The question asked students by
Jacobson (1989) was why they chose not to go to school. Ehrenberg et al. (1991) in support of
Jacobson’s study, stated “higher teacher absentee rates may reduce student’s motivation to
attend school and further lead to higher student absentee rates” (p. 9). Educational change is on
the mind of many school leaders today because it prepares the generation of students for the
future (Hargreaves, 1998). Building relationships is beneficial to teachers and students alike.
Smith, Kurlbaum, and Jones (2010) maintained that people who work together, combined with
high standards of teaching, will help build good relationships and levels of trust that are high in
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the hopes of improving learning outcomes. Evans (1993) stated that teachers are motivated by
their love of teaching students through their opportunity to render service. A study conducted
by Allen et al. (2013) showed that when there is a solid understanding of the nature of effective
teaching, improving the quality of teacher-student interactions within the classroom will prove
successful. According to Hargreaves (1998), one of the fundamental aspects of teaching is
emotions because it is at the heart of teaching. Allen et al. (2013) developed an assessment
approach that was validated and tested for grades prekindergarten-to-fifth and organized
features of teacher and student interactions into three major domains being emotional supports,
instructional supports, and classroom organizations. Strong and successful relationships are
important in the field of education. Conversations within the schools should be about trust and
how to implement this key component to help promote healthy relationships. Expectations
must be made clear through conversations modeled by the administrator’s behavior (Smith et
al., 2010). One way to make connective and strong relationships is to communicate (Wubbels
& Brekelmans, 2005). Factors that contribute to student success include high standards for
academic learning and conduct, learning environments that are personal and meaningful, and
engaging curriculum (Klem & Connell, 2004). Hargreaves (1998) propounded that teachers
were not just well-oiled machines. He went on to say that teachers are passionate and
emotional human beings who connect with their students by creating a classroom environment
filled with pleasure, joy, challenges, and creativity. It is hard for teachers to build strong
relationships with students when the teachers are not present to make those connections critical
to students being successful. Wubbels and Brekelmans (2005) found a positive relationship in
their students on teacher and student relationships when teachers were in close proximity with
students. They further found that the proximity with students, giving rise to a stimulus to learn
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is increased. It is easy for students to achieve success when they are already academically
sound, but high quality interactions are needed for the student who struggles in the classrooms
(Allen et al., 2013). To further validate the importance of teacher and student relationships in a
school setting, Klem and Connell (2004) claimed that students need to feel that teachers were
involved with them and cared about them. With the focus on teacher and student relationship
were characterized by a high degree of the influence and proximity of the teacher toward the
students (Wubbels & Brekelmans, 2005) For teacher and student relationships, interactions are
more than likely to be reciprocal influences. Kafele (2013) declared that students should have
the same opportunity to get to know the teacher as well as the teacher getting to know them. It
is a reciprocal process that helps to build a strong relationship. Students’ negative attitudes
toward school can cause teachers to feel a sense of unfairness in their lack of appreciation for
the teachers’ efforts to teach them that forms a psychosocial predictor of absences attributed to
sickness by the teachers (Ervasti et al., 2012). Positive academic attitudes and values, and
more satisfaction with school are based upon teachers providing opportunities whereby
students know they are cared for and supported (Klem, & Connell, 2004). It is incumbent for
teachers to take the initiative to learn who their students are, know how their students learn, and
determine the best methodology for connecting with all students in their classrooms (Kafele,
2013). There is no cookie-cutter pattern to building strong and healthy teacher and student
relationships, but it takes everyone, especially the teacher making a concerted effort to improve
the quality of education. The quality of relationships is important in the school system, but it is
extremely important to have a mutually respectful teacher-and-student relationship to promote
healthy learning environments. Kafele (2013) suggested that by even a so simple approach of
encouraging the way students were greeted in the morning and a friendly interaction between
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the student and the teacher in the hallways. He further stated, where strong relationships do not
exist, schools are categorized as underperforming, but if the relationship is strong, the school
has unlimited potential. For 10 months during the school year, students spend on average sixto-seven hours a day with the teacher. Students want to feel safe and welcome, and teachers
want to know they can be trusted to carry out the job they have been assigned. Smith et al.
(2010) quoted a study conducted in Chicago about state schools and found that teachers and
students who have a relational trust have students who perform the best academically. These
relationships include all stakeholders in the school who have an invested interest in what goes
on in the schools. Through daily exchanges within the school’s community, the relationships
that are built help everyone to work together to make improvements.
In addition to knowing the students, teachers need to be aware of who they themselves are
and what strengths, needs, and teaching characteristics they possess in the field of education.
To encourage self-awareness, Voltz, Nelson, and Sims (2010) proposed the following questions
should be asked:
• Do I have an in-depth knowledge of my content?
• Do I know about the multicultural concepts that should be embedded into my
classroom?


Do I know each of my students’ strengths, needs, and learning characteristics?

•

Do I know how to assess and use instructional materials that embrace diverse learners

(e.g., assistive technology or multicultural literature)?
• Do I use instructional methods that embrace diverse learners (e.g., multiple
intelligences or cooperative learning)?
• What kind of learning climate have I established in my classroom?
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• Am I able to work effectively with other teachers and parents to meet the needs of
diverse learners?
• What dispositions or personal traits do I have that may facilitate the inclusion of
diverse learners in my classroom (e.g., flexibility, tolerance, or a willingness to do things
differently).
It is imperative for teachers in the public-school system to build strong teacher and
student relationships because of the many benefits associated with this union; however, these
relationships cannot come to fruition if teachers are absent from the classrooms. Nationally,
Woods and Montagno (1997) found that teacher absence rates were significantly higher in
public schools than those of private industry.
Usage of Substitute Teachers
Almost any job that an individual is hired for in the business world requires some on
the job training before serving or working with people, but this is not the case for substitute
teachers. They are allowed to work with students with only a background check and an
interview for a sought after substitute teaching position.
While recent legislation mandates that all classroom teachers become “highly qualified”
in the subjects they teach, no such requirements apply to substitute teachers. Permanent
teachers must take graduate level courses in reading instruction, math curriculum,
classroom management, learning theories, and practice their craft under the guidance of a
master teacher. Substitute teachers, however, can teach with no educational training or
experience at all. Any training or support given to substitute teachers is left up to
financially strapped school districts. As a consequence, many of these educators are given
little or no preparation and may be ill-equipped to handle the wide range of instructional
situations they face. (Glatfelter, 2006, p. 1)
Miller (2012) disclosed that the most determinant factor in the student being successful is
the teacher. He further noted that $4 billion dollars a year is spent on teachers who are absent.
“Teacher absenteeism has dramatically increased during the past few decades and teachers as a

32

group exhibit a higher rate of absenteeism…which socks districts with a double whammy---we
end up paying twice to have a teacher in the classroom, once for the regular teacher and again
for the substitute teachers” (Jasmin, 2003, p.1). Miller (2012) advised that the money used to
pay substitute teachers could be put to better use by providing the necessary resources needed
to improve the educational system. Glatfelter (2006) said the substitute teachers are charged
with creating the best learning environment possible in place of the regular classroom teacher.
Basic education needs improvement, and exposure to instructional content that will help them
to be successful; therefore, it is imperative for teachers to be present in the classrooms (Rogers
& Vegas, 2009). Planning the environment of the classroom, and managing the classroom,
determining what and how lessons will be taught as well as the pacing and sequencing of the
lessons (Anderson, 2004). Finalyson (2009) found on an average, teachers are absent 10 days
per school year nationally, and the days out of class will accomplish little if any learning in the
absence of the regular teacher. When teachers are absent from a classroom on a consistent
basis, parents may decide to make sacrifices to send their children to private school (Rogers &
Vegas, 2009). Parents assume a financial burden by enrolling their children in private schools,
and public schools also incur financial outlay as a result of having to pay additional money over
and above contracted salaries. “The financial costs of teacher absenteeism primarily associated
with substitute teacher salaries and expenses required to maintain a substitute teaching pool are
a major concern as found in research” (Brown & Arnell, 2012, p. 7). To compound the
problem, there is a shortage of qualified substitute teachers. “This shortage has become so
severe that many states are eliminating many of the qualifications for teacher certification;
currently 28 states allow a person to become a substitute teacher with a high school diploma”
(Sorenson, 2001, p. 1). Tennessee is one of those states. He further revealed in his study that
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the only state that requires for a substitute teacher to have teaching credentials is the state of
Iowa (Sorenson, 2001). Woods and Montagno (1997) remarked that the moment a substitute
teacher was called to replace an absent teacher, many began to experience feelings of
uncertainty. Glatfelter (2006) revealed that substitute teachers spend the equivalent one school
year teaching our students in the American public schools from kindergarten through twelfth
grade.
There are multiple economic consequences of teacher absenteeism. In addition to the
necessity of hiring substitute instructional personnel, districts must pay the absent teachers and
absorb increased administrative and recruiting expenses (Miller et al., 2008). Miller, who has
studied teacher absenteeism as Associate Director of Education Research at the Center for
American Progress and as part of a Harvard University team, said principals are concerned
about the safety of the students when teachers are absent (Kronhen, 2013). If this problem
continues, parents can be brought up on charges. Finalyson (2009) reiterated that when
teachers are absent, they cannot educate students, and they in turn fail to fulfill their obligations
to the students and their parents with a substitute who does not have the qualifications to meet
the educational needs of students.
The United States Department of Education estimated that approximately 4 % of
teachers are absent on any given workday, whereas most recent estimates by the Bureau of
Labor Statistics (2013) place the national absence rate for all full-time wage and salaried
workers at 3.1%. A comprehensive cost figure is extremely difficult to calculate for absent
teachers, but this does not preclude knowing that the figure is too high (Miller, 2012). More
recent concerns about the American educational system have focused on educational
expenditures. Koelling (1983) stated that there are substantial expenditures involved in the use
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of substitute teachers and that many instructional hours are spent by students each year with
substitute teachers. Resources are scarce, and any excess of funds tied up in teacher absences
should be put to better use (Miller, 2012). Studies conducted earlier have proven that students
need their learning stimulated and having a substitute in place of the classroom teacher will not
always measure up due to the inability to keep the routines and methods of the teacher (Brown
& Arnell, 2012). Damle (2009) found in his research that the employment of substitute
teachers entails a great financial cost and promotes an increase in expenditures due to teacher
absenteeism. He further stated that these expensive consequences have a negative impact upon
how the students learn and their ability to achieve high academic success. Allen (1983) stated
the substitutes are unlikely to be as productive as the teacher who is absent. Kronhen (2013)
found that 71% of personnel directors stated that absenteeism was one of the leading problems
many schools deal with each year. Management skills that are implemented by the teacher are
often watered down when substitute teachers are used in the classrooms (Polo, 2009). It is
important for teachers to report to work and although a substitute can replace a certified
teacher, having some mentoring programs to help alleviate many of the problems substitute
teachers face can be very beneficial to the overall effectiveness of students meeting high
academic performances. Pan, Mutchlers, Shapley, Bush, and Glover (2000) suggested three
forms of mentoring programs that are effective and will impact substitute teachers. One is to
help substitute adjust to the organization and philosophy of the school. The second component
is to foster self-confidence and give substitute teachers encouragement to not only remain in the
district, but also to remain in the profession as well. Finally, a sound mentoring program will
allow teachers to expand their skills and knowledge-base through feedback they receive from
mentors (Pan et al., 2000).
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Every school has common beliefs and values to understand the direction they are going
in the educational setting. It is imperative for school leaders to set high standards and high
expectations for all students. Through the state’s waiver from the No Child Left Behind (2001),
the Tennessee Department of Education has designated schools as either a Reward, Priority, or
Focus school.
1. Reward schools are the top five % of schools in the state for performance according
to the student’s overall student achievement and year-over-year progress as measured
by school-wide value-added data,
2. Priority schools are the lowest-performing five % of schools in Tennessee based upon
academic achievement, and
3. Focus schools are the 10% of schools in the state with the largest achievement gaps
between groups of students of various categories.
It is the goal of leaders in all seven elementary schools in the southwestern region of
Tennessee to be classified as a reward school. It is difficult to accomplish this task when
teachers are absent being that the district’s goal is to increase affectability and provide quality
education for all students. It is imperative that leaders revisit their policies on sick and personal
leaves by looking at the organizational culture of the schools which can contribute to teacher
absenteeism to ensure teachers are accounted for in the classrooms on a daily basis.
Organizational Culture of Districts
An examination of problematic school absenteeism from different perspectives over
many decades has led to poor comparability across publications, policies, and assessment and
intervention protocols (Kearney, 2008). Sezgin et al. (2014) “highlighted that teacher
absenteeism gave rise to a negative teacher perception in the eyes of students and society,
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disrupted the relations among colleagues, harmed the positive working environment in school,
and decreased the motivations of students by reducing their commitment to school” (p. 2).
Each school district sets its own standards for the number days a teacher can use as sick and
personal leave days. This restriction sets the tone for schools and how teachers use the days
allotted to them and focuses on the problem of teacher absenteeism. Characteristics of the
individual teachers are oftentimes associated with teacher absenteeism to explain absences.
Areas such as gender, age, or years of experiences have been deemed the main influence s of
teacher absenteeism (Cheng, 2013). “Since then, however, researchers have argued that
employee absenteeism is not merely an individual, private behavior but that group and
organizational-level factors, such as organizational culture, may influence absenteeism rates
(Cheng, 2013, p. 3). Certo and Fox (2002) disclosed that there is a growing concern over
teachers leaving the teaching profession much earlier in the onset of their careers than other
professionals in other fields. It is the responsibility of the district to reduce teacher
absenteeism. School districts across the United States have enacted policies and procedures to
regulate teacher absenteeism. Hubbell (2008) lists the following:
1. Teachers should call in to the principal.
2. Keep a spreadsheet to track teacher absences.
3. Have a conversation with the staff about missing days.
4. School leaders take responsibility for their teachers being absent.
5. Allow sick days that are not used to roll over.
6. Promote workout schedules during and after school.
7. Get rid of the sick leave bank.
8. Personal days can only be used with advanced notice.
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9. Create some type of incentive program for good attendance.
Students are failing and until something is done about increased teacher absences, this
problem will continue to grow at an alarming rate that will have a lasting impact on the
students. More research is needed within districts on factors that shape teacher absenteeism,
including school leadership and professional norms. Such inquiry, which requires fine-grained
absence data tied carefully to other information, can ride on the coattails of data-intensive
efforts currently underway to fold student achievement data into performance evaluations of
teachers (Miller, 2012). A variety of evidence indicates that teacher absences can be influenced
by school and district policies (Miller et al., 2008). Two of the most common causes put
forward for sick leave allowance are diagnoses of mental and musculoskeletal disturbances
(Ervasti et al., 2012). Teacher absenteeism and its impact upon students has been a key issue
for policy makers, educators, and the general public (Tingle et al., 2012). The problem lies in
the policies and procedures outline in the contracts of the teachers. For example, many schooldistrict policies for absenteeism rely on legal definitions of what constitutes the parameters of
allowable absences (Kearney, 2008).
The temporal pattern of teacher absences suggests discretionary behavior. It has been
proven that teachers are absent more frequently on Mondays and Fridays to have longer blocks
of leisure time (Miller et al., 2008). District policies on teacher absenteeism need an overhaul.
Teacher accountability is policy relevance. Ten additional days of teacher absence reduce
student achievement by at least 3.2% (Miller et al., 2008). It is important for districts to create
a funding structure that is stable. Teacher absenteeism is perceived as being a serious
educational issue by school board members and administrators. It has been linked with strained
school district budgets and declining student achievement (Foldesy & Foster, 1989). It was
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believed that large numbers of teachers were abusing sick leave provisions in the 80s, and now
with more research geared toward studying this problem, it is evident that teacher absenteeism
is approaching epidemic proportions. According to Medina (2008), eight causes have been
linked to teacher absenteeism:
 bullying and harassment
 depression
 injuries
 job hunting/work-related
 illness
 partial staff
 burnout, low morale, stress (personal and work related), heavy workloads, and feelings
of being unappreciated.
Another problem with teachers being absent, is acquiring certified substitute teachers who
are qualified to stand in the place of regular education teachers. When teachers were absent
from work, 60% of school districts had difficulty finding qualified substitute teachers to fill the
classrooms (Brown & Arnell, 2012). Measuring teacher effectiveness is important.
Administrators should value what their role is when it comes to their impact on how well the
students perform in the classrooms (Napoles & MacLeod, 2013). The learning loss among
black and white students has been found to be attributable to that of teacher absences impacting
about a 5% differential in achievement affecting black students more severely than whites
(Miller, 2012). School leaders need to examine and have a conversation with other stakeholders
about the number of sick and personal days granted to teachers. Also, public education
programs need to be implemented to combat the growing problem of teacher absenteeism. It is
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imperative that professional and lay people be encouraged to educate everyone on the potential
dangers teacher absenteeism can have on student outcomes. Attention needs to be drawn to just
how many days teachers are missing, students’ declining achievement, and the effect on the
district’s budget
School District’s Sick and Personal Leave Policies
The Sick Leave policy is a set of guidelines established for usage by teachers as
employees of the rural school system. This policy is reviewed annually in February and coded
5.302 in the board policy manual housed in every school’s library and also on each school’s
website. For professional personnel, the time allowed for sick leave is one day for each month
employed during the school year and can accumulate for an unlimited number of days. Each
employee is allowed 10 sick days per school year. The sick leave is defined as encompassing
illness from natural causes or accident, quarantine, or illness or death of a member of the
immediate family of a teacher including the teacher’s wife or husband, parents, grandparents,
children, grandchildren, brothers, sisters, mother-in-law, father-in-law, daughter-in-law, son-inla, brother-in-law, and sister-in-law.
In addition to the 10 sick days allotted to all certified personnel, each teacher is granted in
accordance with the laws as outlined by the State of Tennessee and Rules and Regulations of
the State Board of Education (Chapter 0520-01-02 at http://share.tn.gov/sos/rules/0520/052001/0520-01-02.20151221.pdf) two personal days per year. Personal leave is intended to be
used for personal reasons only. To be granted personal leave, all certified employees, must be
granted approval by the director of schools for the designee if the reasoning behind the leave
falls under the following conditions:
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1. except in emergency, each employee shall give the principal at least one day’s notice
in writing of intent to take leave,
2. if more than 10% of the teachers in any given school request its use on the same day,
3. if requested during any prior established student examination period, and
4. if requested on the day immediately preceding or following a holiday or vacation
period.
Tennessee Educator Accelerated Model (TEAM Evaluation Model)
Tennessee is the fastest improving state in the nation for fourth and eighth grade
National Assessment of Educational Progress (2015). NAEP is the largest nationally
representative and continuing assessment of what America's students know and can do in
various subject areas. To improve educational outcomes, the district adopted the Tennessee
Educator Accelerated Model (2011) to evaluate teachers’ effectiveness in the classrooms based
on the teachers’ teaching and the students’ learning. To implement and monitor the TEAM
evaluation process, evaluators collect and apply evidence to correspond to criteria set forth on
the rubric for balancing educator and student actions related to teaching and learning. The
rubric is used to provide meaningful feedback to teachers and the rubrics are given to teachers
prior to the formal evaluation as means of formative, as well as summative, assessment.
The evaluation process is comprised of several components based on teachers’ scores
on a scale of 1 to 5, a pre-and post-conferences pertaining to the lesson that the teacher is going
to teach, observations by and administrator or other designated representative, a
professionalism rubric with criteria teachers must achieve a satisfactory score on before the end
of the year. The evaluation is closely linked with state standards which provide a vision of
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excellence for what is taught whereas the TEAM provides a vision of excellence for how
teachers teach so as to prepare students to be college and career ready.
All teachers are evaluated based upon three components of TEAM whether with or
without prior data: Qualitative—observation in planning, environment, instruction;
Qualitative—growth measure using Tennessee Valued-Added Assessment System (TVAAS) or
comparable measure and Achievement measure—a goal that is set by the teacher and the
evaluator. A set of professional indicators are aligned to the instructional rubrics to measure
teaching skills, knowledge, and responsibilities of the teachers in the school. When teachers
are scored according to the evaluation model, they will receive a score between 1 - 5 with a 1
being (significantly below expectations), a 3 (at expectations) or a 5 (significantly above
expectations). At the end of the school year, teachers will receive a score based upon all
components of the TEAM model designating them as either as one through five. The score the
teacher earns determines how many observations a teacher will have throughout the year.
A professional teacher or an apprentice teacher will have will have two unannounced and
two announced visits during the school year. A professional teacher scoring a two through four
will have one unannounced and an announced visit during the school year. A teacher, whether
apprentice or professional scoring a five, will have one unannounced visit along with two
walkthroughs during the school year. Based on licensure status and evaluation scores from the
previous year, the minimum required number of observations for each teacher is the determinant
factor of teacher evaluations. For students to be successful, teachers must align what they teach
to the standards outlined by the state. They must be held accountable for what the students learn
and what and how they teach to ensure they reach all students at their level of learning with
rigor.
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Conclusion
The conceptual framework and instrument used in this study have a solid foundation as
evidenced in the literature review. There is little doubt that sound research is clearly needed to
address the problem of teacher absenteeism. The financial cost of using substitute teachers and
thus failing to provide an optimal learning environment to ensure that the students’ ability to
learn is maximized are major concerns for school leaders. “The negative effects of teacher
absenteeism cut across from developed to developing countries, with effects being relatively
high in poor nations” (Mashaba & Maile, 2013, p. 3). Teacher-related stress, teacher
satisfaction with teaching, teacher and student relationships, usage of substitute teachers, and
the organizational culture of districts are all valid reasons for addressing teacher absenteeism.
In 2007, the U.S. Department of Education estimated that on any given day, teachers were
absent approximately 4% of the time, which is higher than what the Bureau of Labor Statistics
estimated at 3.1% for full-time wage and salaried workers (Cheng, 2013). On the surface,
conclusion appears to be transparent, but “the far reaching impact of teacher absenteeism has
not received sufficient attention to result in any marked changes since records have been
officially maintained. This lack of attention to a problematic issue likely is one of the primary
reasons for failing to make any meaningful strides to remedying the situation” (McIntosh,
2015, p. 1) Teacher absenteeism is a growing problem and until leaders address the issue within
the district, it will continue to increase and go unnoticed. As Freeman and Grant observed in
1987, “You can revise curriculums, toughen graduation requirements, and sing the songs of
excellence until you’re hoarse: If teachers fail to show up for work, all your good intentions
will wither on the boardroom floor.” (p. 31)
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Chapter 2
Methodology
Introduction
The purpose of the present study is to investigate the relationships between teacher
absenteeism as measured by teachers' usage of sick, personal days, the three-year average
“value-added” scores (TVAAS) obtained by these teachers under the state’s evaluation system,
and these teachers’ self-reported satisfaction with teaching in general. Derived from this overall
purpose are the six more specific research questions following:
1. What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their self-reported three-year average TVAAS
evaluation scores?
2.

To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their self-reported three-year average TVAAS evaluation scores
significantly moderated by such demographic variables as gender, ethnicity, age, number
of years teaching, level of educational attainment, and number of years at their current
school?

3.

What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their overall satisfaction with teaching as
measured by the Purdue Teacher Opinionnaire?

4.

To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their overall satisfaction with teaching as measured by the Purdue
Teacher Opinionnaire significantly moderated by such demographic variables as gender,
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ethnicity, age, number of years teaching, level of educational attainment, and number of
years at their current school?
5.

What is the strength of relationship between teachers’ self-reported three-year average
TVAAS evaluation scores and their overall satisfaction with teaching as measured by the
Purdue Teacher Opinionnaire?

6. To what extent is the strength of relationship between teachers’ self-reported three-year
average TVAAS evaluation scores and their overall satisfaction with teaching as
measured by the Purdue Teacher Opinionnaire significantly moderated by such
demographic variables as gender, ethnicity, age, number of years teaching, level of
educational attainment, and number of years at their current school?
In the sections following are described in this study: the research design, population of
interest and sampling procedures, instrumentation, and procedures for data collection and data
analysis. The chapter will conclude with a summary of the main points made in each of these
sections.
Research Design
The research design represents the plan and blueprint of the study. Broadly speaking,
research designs may be classified as quantitative, qualitative, or “mixed” methods and within
these types there are many variations.
As this study offers more in the way of numeric than narrative description, its general
orientation is quantitative and its specific intent correlational: namely, an effort to establish noncausal linkages between variables using statistical measures of association and difference. As
this study targets “current attitudes, beliefs, opinions, or practices” (Creswell, 2008, p. 389) and
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seeks to establish within- and between-group trends among them, its design may be more
specifically described as survey research. Yielding data derived from a set of pre-determined
responses to a series of questions, survey research generates item frequencies and scale means
and can be classified as either cross-sectional or longitudinal, depending on the number of times
a particular group of individuals is surveyed. Administered one time only to a specific group of
individuals, a questionnaire represents this study’s central data collection device, its constituent
items tailored to the answer the research questions previously outlined.
Background of District
The district is located in the southwestern region of Tennessee consisting of rural and
suburban areas. It is a public school district hosting approximately 11,587 students in grades
prek-12. The make-up of the schools ranges from 4 high schools, 4 middle schools, and 7
elementary schools which feed into to the middle and high schools. A total of 456 teachers
educate the students of the College School District from various backgrounds. The faculty is
predominately females from ages 21-65 years of age. There is a wide range of races that makeup both the faculty and student bodies in which over 70% are white. Some teachers live outside
of the College School District driving approximately 60-mile round trip.
Population and Sample
The sampling design of this study may be described as purposive in the sense that its
participants were intentionally rather than randomly chosen from a population of interest. At the
same time, why this sample of individuals was selected for study had less to do with reasons of
their representativeness of all teachers in general than reasons of their convenience with respect
to meeting the study’s prerequisites.
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In this study, the sampled participants are third through fifth grade teachers working at
seven different elementary schools in a rural school district in southwest Tennessee. The seven
schools themselves represent a mix of historically higher performing (reward) and lower
performing (focus and priority) schools, with six of the seven schools receiving Title I funding.
While a greater diversity in terms of student socioeconomic status and student achievement
characterizes these six Title schools, the single non-Title school serves a group of students that is
predominately White (81%) and derives a significant proportion of its fiscal resources through
the efforts of strong parent/teacher organization (PTO).
Instrumentation
For this study, one survey instrument, Teacher Absenteeism (Appendix F), consisting of
several parts was developed for this research. In section 1 of the survey, six demographic
questions about each participant were posed as to the participant’s gender, ethnicity, age, number
of years teaching, level of educational attainment, and number of years at their current school.
These variables were employed in creating subgroups for the data analyses suggested in
Research Questions 2 and 4. In section 2, the respondents were asked about their average usage
of sick days and personal days over the last three academic years on a scale ranging from zero
days average use to more than 20 days average use. Immediately thereafter and for the same
three-year period, teachers were then asked to self-report their most recent TVAAS-based
teacher evaluation scores, as above average (greater than 3), about average (3), or below average
(less than 3). Finally, in section 3 of the questionnaire, respondents were presented with 20
statements related to teacher satisfaction with teaching that were drawn from Bentley and
Rempel’s (1968) Purdue Teacher Opinionnaire (PTO).
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Measuring 10 factors in Likert-type format, the Purdue Teacher Opinionnaire (Bentley &
Rempel, 1968) is a standardized instrument that solicits teachers’ level of agreement with a
series of 100 items. All measures aimed at some assessing and some facet of teacher morale.
The items in varying numbers have as their targets the ten following domains: Teacher Rapport
with the Principal, Rapport among Teachers, Teacher Salary, Teacher Load, Curriculum Issues,
Teacher Status, School Facilities and Services, Community Support, Community Pressures and,
finally, Satisfaction with Teaching. As defined by Bentley and Rempel (1968), satisfaction with
teaching pertains to teachers’ relationships with students and, in particular, concerns their
satisfaction with students’ instructor. In terms of morale, the higher the morale, the more
satisfied teachers loved to teach, feels competent in his/her job, enjoys his/her students, and
believes in the future of teaching as a profession.
Bentley and Rempel (1980) reported that the test-retest reliability for the overall PTO
was .87, with the reliability coefficients for the 10 subscales ranging from .62 to .88. However,
Bentley and Rempel go on to note that fully nine of the 10 subscales had test-retest coefficients
greater than .75, with the weakest coefficient (r = 0.62) observed for the Community Pressure
subscale. According to Purdue University, permission is no longer needed to use the PTO
because the copyright protection has expired, an indicator of the PTO’s validity as a research
measure.
Data Collection
A copy of the letter provided in Appendix A was emailed to the Director of Schools
requesting permission to conduct the research in the district’s schools. Another letter, Appendix
B, was given to the superintendent requesting permission to survey teachers within the school
district of all seven elementary schools at targeted grade levels (that is, third through fifth
grades).
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After receiving these approvals, the researcher sent hard copies of the approved letter
(Appendix B) along with a letter containing pertinent information about the study (Appendix E)
to the seven elementary principals. Subsequently, an email (Appendix D) was sent to all seven
elementary school principals for third to fifth grade teachers in the district containing a hyperlink
to the instrument (Appendix F). After two follow-up emails to ensure the highest possible
response level, the data was downloaded from the online survey program (Survey Monkey) into
the latest version of the Statistical Package for the Social Sciences (SPSS) for further analyses
pertinent to the study’s research questions.
Data Analysis
To measure the strength of relationship between the self-reported three-year average of
sick days, personal days, and their self-reported three-year average TVAAS evaluation scores,
(research question one), a paired t-test and a point-biserial correlation was computed with the
TVAAS score serving as the independent variable in the analyses and the three-year averages of
the sick and personal days served as the dependent variables. Because TVAAS evaluation scores
were dichotomously coded (as either above average or average or below), the paired t-test
correlation was the most appropriate statistical procedure to use for the distribution of the data
for measurement of the strength of the relationships.

To determine whether the strength of relationship between these variables was moderated
by such demographic variables as gender, ethnicity, age, number of years teaching, level of
educational attainment, and number of years at their current school (research question 2), a pointbiserial correlations was computed by subgroups within the six demographic variables and
compared using the Fisher r to z transformation to test for statistically significant differences.
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Similarly, to measure the strength of relationship between the self-reported three-year
average of sick days, personal days, and their mean satisfaction with teaching scores, (research
question three), were scored on a 4-point continuum, and a Pearson Product Moment
correlations was computed with the three-year averages of the sick days, the personal days, and
the composite of the two serving as the dependent variables and the mean across the 20-item
satisfaction with teaching scale serving as the independent variable.
To determine whether the strength of relationship between these variables is moderated
by such demographic variables as gender, ethnicity, age, number of years teaching, level of
educational attainment, and number of years at their current school (research question four),
correlations were computed by subgroups within the six demographic variables and compared
using the Fisher r to z transformation to test for statistically significant differences.
Finally, to determine the strength of relationship between teachers’ self-reported average
TVAAS evaluation scores and the teachers’ overall satisfaction with teaching, variables were
moderated by demographics such as gender, age, ethnicity, number of years teaching, level of
educational attainment, and number of years at their current school (research questions five and
six). A Fisher r to z transformation was used to test for statistically significant differences.
Summary
Outlined in this chapter are the research methods and procedures pertinent to this study.
Quantitative in nature, this study employed a convenience sample of third through fifth grade
teachers from seven schools in a single Tennessee district to investigate the relationships
between teacher absenteeism, teacher evaluation, and satisfaction with teaching. While the
former two variables are based on teacher self-reports of the sick and personal days they used
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and their TVASS-based evaluation scores, the satisfaction with teaching variable is based upon a
20-item subscale taken from the Purdue Teacher Opinionnaire. As the study is correlational,
measures of association such as the point-biserial correlation and the Pearson Product Moment
Correlation figure were prominently used in this study. To test for differences in the strength of
the associations by subgroup, the Fisher r to z transformation were employed.
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Chapter 3
Findings
The present chapter outlines the results of investigating the relationships between teacher
absenteeism as measured by teachers' usage of sick and personal days, the three-year average
“value-added” scores (TVAAS) these teachers obtained under the state’s evaluation system and
their self-reported satisfaction with teaching in general. Guiding this investigation are the
following six more specific research questions:
1. What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their self-reported three-year average TVAAS
evaluation scores?
2. To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their self-reported three-year average TVAAS evaluation scores
significantly moderated by such demographic variables as gender, ethnicity, age, number
of years teaching, level of educational attainment, and number of years at their current
school?
3. What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their overall satisfaction with teaching as
measured by the Purdue Teacher Opinionnaire.
4. To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their overall satisfaction with teaching as measured by the Purdue
Teacher Opinionnaire significantly moderated by such demographic variables as gender,
ethnicity, age, number of years teaching, level of educational attainment, and number of
years at their current school?
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5. What is the strength of relationship between teachers’ self-reported three-year average
TVAAS evaluation scores and their overall satisfaction with teaching as measured by the
Purdue Teacher Opinionnaire?
6. To what extent is the strength of relationship between teachers’ self-reported three-year
average TVAAS evaluation scores and their overall satisfaction with teaching as
measured by the Purdue Teacher Opinionnaire significantly moderated by such
demographic variables as gender, ethnicity, age, number of years teaching, level of
educational attainment, and number of years at their current school?
Following an outline of the demographic characteristics of the sampled participants, results
issuing from the application of pertinent statistics procedures are presented in turn for each of the
six above mentioned research questions. Concluding the chapter is a brief summary of the
study’s findings.
Sample of Participants
Disproportionally female (92.1%) and White (85.4%), some 89 teachers supplied
information about themselves in this study (see Table 1). While roughly one-third of the sample
was younger than 35 years old (35.2%), somewhat more were between 36 and 45 years (40.9%),
while somewhat fewer were older than 45 years (23.9%). In terms of their teaching experience,
formal education and school tenure, over half of the sample had acquired more than 10 years’
teaching experience (58.4%), had earned at least a master’s degree (54.0%), and had been
teaching at their school more than five years (68.7%). Consistent with these percentages are
these participants’ TVAAS-based evaluation scores, with about two-thirds of the sample scoring
above three over the last three years (67.8%) and the remainder scoring three or below over the
last three years (32.1%). In terms of absenteeism (Table 2), the sample-wide average was slightly
more than five days (M = 5.22, SD = 4.01), with “sick days” numbering a little more than seven
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days on average (M = 7.19, SD = 5.99), and “personal days” numbering a little more than three
days on average (M = 3.26, SD = 3.60).
Table 1
Demographic Characteristics of Sampled Participants
Characteristic

n

f

Male
Female

7
82

7.9
92.1

White/Caucasian
Other Ethnicities

76
13

85.4
14.6

20–35 years
36–45 years
Older than 45 years.

31
36
21

35.2
40.9
23.9

0 to 5 years
6 to 10 years
11 to 15 years
More than 15 years

17
20
23
29

19.1
22.5
25.8
32.6

40
30
19

44.9
33.7
21.3

26
34
23

31.3
41.0
27.7

3
26
61

3.3
28.9
67.8

Gender

Ethnicity

Age

Experience

Education Level
Below a Master's Degree
Master's Degree
Above Master's Degree
Tenure
0 to 5 years
6 to 10 years
More than 10 years
TVAAS-based Evaluation
Below a Three Average
About a Three Average
Above a Three Average
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Research Question 1
What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their self-reported three-year average TVAAS evaluation
scores?
Given the means and deviations previously reported, the sampled teachers’ average use
of sick days appeared markedly to exceed their use of personal days. When the difference
between these means was empirically tested, the results of a paired t-test proved to be highly
statistically significant (t(88) = 6.42, p <.001), with a correlated effect size difference computed
from these statistics found to be more than three-quarters of a standard deviation (gr = .77).
Nevertheless, despite the robust sample-wide positive relationship between average sick and
personal days (r = .36), only sick days (r = -.22, p <.05) and the composite of sick and personal
days as “total absences” (r = -.21, p <.05) proved, in the expected negative direction, to be
significantly related to teachers’ TVAAS-based evaluation scores. While the relationship
between teachers’ use of personal days and their TVAAS-based scores was not a statistically
significant one—perhaps because of restrictions placed on the use of such days—the relationship
did, however, trend in the anticipated direction (r = -.10, p = .358).
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Table 2
Matrix of Correlations between Frequency of Teacher Absences, Three-Year Average TVAASbased Evaluation Scores and Overall Satisfaction with Teaching (N= 89)

Variable

M

SD

1

2

3

4

5

1. Sick Days

7.19

5.99

--

.36**

.91**

-.22*

-.23*

2. Personal Days

3.26

3.60

--

.72**

-.10

-.15

3. Total Absences

5.22

4.01

--

-.21*

-.24*

4. TVASS

2.66

0.52

--

.11

5. Satisfaction

3.28

0.37

--

**p <.01, (two-tailed). *p < .05 (two-tailed)
Research Question 2
To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their self-reported three-year average TVAAS evaluation scores
significantly moderated by such demographic variables as gender, ethnicity, age, number of
years teaching, level of educational attainment, and number of years at their current school?
For each of the six demographic characteristics identified in the research question, means
and standard deviations for teachers’ three-year average TVAAS-based evaluation scores and
their usage of sick days, personal days, and the composite of the two were computed (see Table
3). Subsequently, correlations between the three measures of teachers’ absenteeism and their
TVAAS-based evaluation scores were computed for each of two subgroups within the six
demographic variables. Finally, these 18 pairs of correlations were subsequently compared using
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the Fisher r to z transformation (see Table 4) to determine to what degree, if any, these
demographic characteristics moderated the overall relationships previously observed.
When examined by subgroups, statistically significant correlations between TVAASbased evaluation scores and absences were not observed for either gender or for groups of
teachers categorized by age. Consistent with the findings for the entire sample, however, were
the relationships observed between sick days and TVAAS scores for White teachers (r = -.28, p
< .05), teachers with more than 11 years of experience (r = -.33, p < .05), and teachers with
longer school tenure (r = -.35, p < .05). Also, consistent with the overall findings were the
relationships observed between total absences and TVAAS scores for White teachers (r = -.24, p
< .05) and teachers with more than 11 years of experience (r = -.30, p < .05). While the
subgroups’ analyses pointed to statistically significant relationships between the use of personal
days and TVAAS scores for teachers having more formal education (r = .30, p < .05) and less
than seven years’ tenure (r = .37, p < .05), only one statistically significant difference across
subgroups was observed when correlations were compared: specifically, for sick days and
TVAAS scores by subgroups of teachers having more than 11 years or 11 years or fewer years of
experience (Z = 1.98, p < .05). In sum, the negative relationship between the use of sick days
and TVAAS-based teacher evaluation scores was stronger among the subgroup of more
experienced teachers.

58

Table 3
Means and Standard Deviations by Teacher Demographic Characteristics for Absences,
TVAAS-based Evaluation Scores and Overall Satisfaction with Teaching

n

Male
M

SD

n

Female
M

SD

7
7
7
7
7

8.43
4.86
6.64
2.86
3.20

6.60
6.69
6.26
0.38
0.33

82
82
82
82
81

7.09
3.12
5.10
2.65
3.28

5.96
3.24
3.79
0.53
0.37

n

Whites
M

SD

Other Ethnicity
n
M
SD

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction

76
76
76
76
75

7.37
2.79
5.08
2.70
3.27

5.81
2.77
3.49
0.52
0.37

13
13
13
14
13

Age

45 Years or Younger
n
M
SD

Older than 45 years
n
M
SD

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction

67
67
67
67
67

21
21
21
21
20

Gender

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction
/
Ethnicity

7.84
3.39
5.61
2.64
3.22

6.06
3.95
4.20
0.51
0.38
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6.15
6.00
6.08
2.36
3.32

5.48
3.00
4.24
2.71
3.48

7.10
6.11
6.39
0.63
0.34

5.44
2.19
3.06
0.56
0.22

Table 3 (Continued)
Experience

11 Years or Fewer
n
M
SD

More than 11 Years
n
M
SD

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction

36
36
36
37
36

52
52
52
52
51

Education

Below Masters
n
M
SD

Masters or Above
n
M
SD

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction

40
40
40
40
39

49
49
49
50
49

Tenure

Seven Years or Fewer
n
M
SD

Sick Days
Personal Days
Total Absences
TVAAS
Satisfaction

36
36
36
36
36

7.14
3.50
5.32
2.57
3.21

8.50
4.05
6.28
2.55
3.20

7.92
3.33
5.63
2.58
3.27

6.23
4.00
4.39
0.55
0.35

7.16
4.50
4.98
0.60
0.40

6.96
3.10
5.03
2.73
3.33

6.12
2.61
4.37
2.72
3.34

5.60
3.36
3.68
0.49
0.38

4.63
2.52
2.75
0.50
0.33

More than Seven Years
n
M
SD

6.59
3.72
4.18
0.50
0.33

47
47
47
47
47

60

7.09
3.30
5.19
2.72
3.28

5.69
3.67
4.02
0.54
0.40

Table 4
Correlations between Teacher Absences and TVAAS-based Evaluation Scores Compared by
their Demographic Characteristics
Male
(n = 7)

Gender

Sick Days
Personal Days
Total Absences

r1

p=

r2

p=

-.51
-.34
-.45

.247
.457
.313

-.21
-.10
-.21

.055
.387
.059

White
(n = 76)

Ethnicity

Sick Days
Personal Days
Total Absences

Age

Sick Days
Personal Days
Total Absences

Female
(n = 82)

Others
(n = 13)

r1

p=

r2

p=

-.28*
-.01
-.24*

.014
.946
.038

.00
-.18
-.09

.996
.547
.777

45 years or fewer
(n = 67)
r1
p=
-.19
-.12
-.20

.115
.345
.113

Older than 45 years
(n =21)
p=
r2
-.25
.04
-.21

61

.278
.861
.371

Z

p=

-0.67
-0.50
-0.53

.503
.617
.596

Z

p=

-1.03
0.63

.303
.529

-0.55

.582

Z

p=

0.21
-0.59
0.04

.834
.555
.968

Table 4 (Continued)

Experience

11 years or fewer
(n = 38)
r1
p=
.593
.502
.941

More than 11 years
(n = 52)
p=
r2

Sick Days
Personal Days
Total Absences

.09
-.12
.01

Education

Below Masters
(n = 40)
r1
p=

Masters or higher
(n = 49)
p=
r2

Sick Days
Personal Days
Total Absences

-.25
.06
-.15

-.09
-.30*
-.21

Tenure

7 or fewer years
(n = 36)
r1
p=

More than 7 years
(n = 47)
p=
r2

Sick Days
Personal Days
Total Absences

-.03
-.37*
-.19

-.35*
.11
-.20

.126
.730
.351

.870
.027
.277

-.33*
-.09
-.30*

*p < .05 (two-tailed).
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.016
.520
.034

.546
.037
.146

.017
.469
.188

Z

p=

1.98*
-0.11
1.43

.048
.912
.153

Z

p=

-0.74
1.65
0.28

.459
.099
.780

Z

p=

1.46
1.21
0.04

.144
.226
.968

Research Question 3
What is the strength of relationship between the self-reported three-year average of
teacher absences taken by teachers and their overall satisfaction with teaching as measured by
the Purdue Teacher Opinionnaire.
A relatively high grand mean and relatively low standard deviation were observed across
all 89 respondents on the Purdue Teacher Opinionnaire’s satisfaction with teaching subscale (M
= 3.28, SD = 0.37). Scored on a 4-point continuum, fully 11 of the 20 items constituting that
measure were afforded a level of agreement exceeding 90% of the sample, with the lowest level
of assent attached to items pertinent to their decision to enter the profession—“If I could plan my
career again, I would choose teaching” (69.7% agreement)—their wishing to leave the
profession—“If I could earn as much money in another occupation, I would stop teaching”
(65.2% non-agreement)—or their recommending the profession to others—“I would recommend
teaching as a profession to students of high scholastic ability” (55.7% agreement).
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Table 5
Percent Agreement with Satisfaction with Teaching Scale Items
NonAgreement
% (n)

Agreement
% (n)

1. Teaching gives me a great deal of personal
satisfaction.

5.6

94.4

(5)

(84)

2. Teaching enables me to make my greatest
contribution to society.

4.5

95.5

(4)

(85)

3. I love to teach.

4.5

95.5

(4)

(84)

4. If I could plan my career again, I would
choose teaching.

30.3

69.7

(27)

(62)

5. I would recommend teaching as a profession
to students of high scholastic ability.

44.3

55.7

(39)

(49)

6. If I could earn as much money in another
occupation, I would stop teaching (R).

65.2

34.8

(58)

(31)

7. I find my contacts with students, for the most
part, highly satisfying and rewarding.

0.0

100.0

(0)

(89)

8. I feel that I am an important part of this
school system.

12.4

87.6

(11)

(78)

9. I feel successful and competent in my present
position.

4.5

95.5

(4)

(85)

10. I enjoy working with student organizations,
clubs, and societies.

11.2

88.8

(10)

(79)

Item
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Table 5 (Continued)

Non-Agreement
% (n)

Agreement
% (n)

11. I am at a disadvantage professionally
because other teachers are better prepared to
teach than I am.(R)

88.6

11.4

(78)

(10)

12. As far as I know, the other teachers think
I am a good teacher.

2.3

97.7

(2)

(86)

13. The “stress and strain” resulting from
teaching makes teaching undesirable for
me.(R)

61.2

38.8

(52)

(33)

14. Most of the actions of students irritate
me.(R)

90.7

9.3

(78)

(8)

15. My students regard me with respect and
seem to have confidence in my professional
ability.
16. My students appreciate the help I give
them with their schoolwork.

3.4

96.6

(3)

(84)

4.5

95.5

(4)

(84)

17. To me there is no more challenging work
than teaching.

7.0

93.0

(6)

(80)

18. As a teacher, I think I am as competent as
most other teachers.

3.4

96.6

(3)

(85)

19. I really enjoy working with my students.

2.3

97.7

(2)

(86)

12.5

87.5

(11)

(77)

Item

20. I am well satisfied with my present
teaching position.
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Inspection of the correlation matrix presented in Table 2 shows relationships between
teachers’ absences and their satisfaction with teaching that are similar to those observed for
teachers’ absences and their TVAAS-based evaluation scores. While the correlation between
teachers’ use of personal days and their professional satisfaction is in the anticipated direction
but not statistically significant (r = -.15, ns), their use of sick days (r = -.23, p < .05) and their
total absences (r = -.24, p < .05) are both significantly negatively correlated with their level of
satisfaction to a degree similar to that seen for their evaluation scores.
Research Question 4
To what extent is the relationship between teachers’ self-reported three-year average of
teacher absences and their overall satisfaction with teaching as measured by the Purdue
Teacher Opinionnaire significantly moderated by such demographic variables as gender,
ethnicity, age, number of years teaching, level of educational attainment, and number of years at
their current school?
For each of the six demographic characteristics identified in the research question, means
and standard deviations for teachers’ satisfaction with teaching and their usage of sick days,
personal days, and the composite of the two were computed (see Table 3). Subsequently,
correlations between the three measures of teachers’ absenteeism and their mean satisfaction
with teaching scores were computed for each of two subgroups within the six demographic
variables. Finally, these18 pairs of correlations subsequently compared using the Fisher r to z
transformation (see Table 6) to determine whether these demographic characteristics moderated
the overall relationships previously observed.
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Table 6
Correlations between Teacher Absences and Satisfaction with Teaching Compared by their
Demographic Characteristics
Male
(n = 7)

Gender

Sick Days
Personal Days
Total Absences

Female
(n = 82)

r1

p=

r2

p=

-.57
-.75
-.70

.178
.051
.077

-.22
-.08
-.21

.051
.462
.066

White
(n = 76)

Ethnicity

Others
(n = 13)

r1

p=

r2

p=

Sick Days
Personal Days
Total Absences

-.20
-.16
-.23*

.079
.168
.045

-.46
-.33
-.41

.116
.272
.162

Age

45 years or fewer
(n = 67)
r1
p=

Sick Days
Personal Days
Total Absences

-.23
-.18
-.25*

.057
.151
.040

Older than 45 years
(n =21)
p=
r2
-.26
-.05
-.24

67

.275
.836
.309

Z

p=

-0.84
-1.75
-1.31

.401
.080
.190

Z

p=

0.85
0.53
0.60

.395
.596
.549

Z

p=

0.09
-0.48
-0.05

.928
.631
.960

Table 6 (Continued)

Experience

11 years or fewer
(n = 38)
r1
p=

Sick Days
Personal Days
Total Absences

-.12
-.02
-.09

.491
.899
.584

Education

Below Masters
(n = 40)
r1
p=

Sick Days
Personal Days
Total Absences

-.22
-.17
-.24

Tenure

7 or fewer years
(n = 36)
r1
p=

Sick Days
Personal Days
Total Absences

-.30
-.04
-.26

.170
.288
.144

.072
.797
.128

More than 11 years
(n = 52)
p=
r2
-.34*
-.26
-.38**

.015
.063
.007

Masters or higher
(n = 49)
p=
r2
-.19
-.06
-.19

.183
.685
.192

More than 7 years
(n = 47)
p=
r2
-.19
-.21
-.23

**p <.01, (two-tailed). *p < .05 (two-tailed).
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.204
.151
.118

Z

p=

1.06
1.11
1.36

.289
.267
.174

Z

p=

-0.15
-0.53
-0.23

.881
.596
.818

Z

p=

-0.53
0.75
-0.13

.596
.453
.897

When examined by subgroups, statistically significant correlations between teachers’
satisfaction with teaching and absences were not observed for gender, for groups of teachers
categorized by level of education, or for groups of teachers categorized by tenure. Among the
remaining variables, only four statistically significant correlations were observed and, of the
four, three were concerned with the relationship between teacher satisfaction and total absences.
As noted in Table 6, the subgroups of teachers involved were those who were White (r = -.23, p
< .05), who were 45 years old or younger (r = -.25, p < .05), and those with more than 11 years
of experience (r = -.38, p < .01). For this last subgroup, a statistically significant relationship also
was observed between teachers’ satisfaction with teaching and their use of sick days (r = -.34, p
< .05). With respect to the issue of moderation, none of the 18 comparisons of the differences
between correlations obtained for the subgroups met the threshold for statistical significance.
Research Questions 5 and 6
What is the strength of relationship between teachers’ self-reported three-year average
TVAAS evaluation scores and their overall satisfaction with teaching as measured by the Purdue
Teacher Opinionnaire?
To what extent is the strength of relationship between teachers’ self-reported three-year
average TVAAS evaluation scores and their overall satisfaction with teaching as measured by
the Purdue Teacher Opinionnaire significantly moderated by such demographic variables as
gender, ethnicity, age, number of years teaching, level of educational attainment, and number of
years at their current school?
Although positive, there is no statistically significant relationship between teachers’
TVAAS-based evaluation scores and their overall satisfaction with teaching (r = .11, ns), as seen
in Table 2. Consistent with this outcome, the subgroup-level correlations presented in Table 7
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between teachers’ evaluation scores and their satisfaction with teaching are of similar magnitude
and are similarly non-significant, with the sole exception of that obtained for more experienced
teachers (r = .29, p < .05). It is to be noted that the Fisher r to z transformation employed in
comparing the correlations for subgroups of teachers at different levels of experience produced
results that approached but did not attain the conventional threshold set for a statistically
significant outcome (Z = 1.88, p = .060). These results would tend to suggest that relationships
between teachers’ TVAAS-based evaluation scores and their satisfaction with teacher trends
stronger among teachers with more teaching experience.
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Table 7
Correlations between Teachers’ TVAAS-based Evaluation Scores and Satisfaction with Teaching
Compared by their Demographic Characteristics

Male
(n = 7)

Gender
r1

p=

r2

p=

-.13

.774

.17

.125

White
(n = 76)

Ethnicity

Age

Experience

Female
(n = 82)

Others
(n = 13)

r1

p=

r2

p=

.16

.171

.16

.610

45 years or fewer
(n = 67)

Older than 45 years
(n =21)

r1

p=

r2

p=

.13

.302

.32

.164

11 years or fewer
(n = 38)
r1
p=
-.11

.507

More than 11 years
(n = 52)
p=
r2
.29*
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.037

Z

p=

-0.60

.549

Z

p=

0.01

.992

Z

p=

-0.77

.441

Z

p=

1.88

.060

Table 7 (Continued)

Education

Below Masters
(n = 40)
r1
p=
.15

Tenure

.374

7 or fewer years
(n = 36)
r1
p=
.14

.422

Masters or higher
(n = 49)
p=
r2
.07

.628

More than 7 years
(n = 47)
p=
r2
.10

.509

Z

p=

0.34

.733

Z

p=

0.02

.865

Summary
The analyses of the relationships between teachers’ absenteeism, their TVAAS-based
evaluation scores, and their satisfaction with teaching suggest that teachers who, on the whole,
are more often in class and on the job, tend to be evaluated more positively and to be more
satisfied with teaching in general. To some extent, the strength of these relationships appears to
be greater among more experienced teachers. At the same time, this study finds no support for a
direct link between satisfaction with teaching and teachers’ scores on the evaluation system
embraced by the state.
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Chapter 4
Discussions, Implementations, and Recommendations
Introduction
The purpose of this study extends the research efforts to examine the relationships
between teacher absenteeism, professional evaluation scores, and the teacher’s satisfaction with
teaching in general at the elementary level. The findings of this study did support research that
teacher absenteeism (e.g., sick and personal days) is related to how satisfied the teacher is with
teaching in general. To prepare students for an educational journey in which they are college
and career ready, teachers need to be present to teach the students those necessary skills.
Research has exposed one area in which school leaders can control and that area is teacher
absenteeism. (Brown & Arnell, 2012; Clotfeller et al., 2007; Finlayson, 2009; Gaziel, 2004;
Glatfelter, 2006; Judge et al., 2001; and Miller, 2012). In this study, the research questions
explored whether relationships existed between teacher absenteeism, the teacher’s professional
evaluation scores, and the teacher’s satisfaction with teaching in general at the elementary level
in the southwestern region school district of Tennessee. The success of this research is based in
part on the teacher’s responses to the survey questions and although the data from which the
teacher’s supplied, TVAAS evaluation scores and satisfaction are both slightly but significantly
related to the use of sick days and the aggregate of days absent.
Teacher Absences and TVAAS Evaluation Scores
The first research question was: What is the strength of relationship between the selfreported three-year average of teacher absences taken by teachers and their self-reported threeyear average TVAAS evaluation scores?
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Based on the results, it is apparent that sick days exceed the personal days the sampled
teachers are awarded at the beginning of the school year. The results are based upon averages
over a 3-year period from 2013-2014, 2014-2015, and 2015-2016. The data surveyed indicated
that the difference between the means of the sick and personal days were highly statistically
significant using the paired t-test. There was a positive relationship between average sick and
personal days according to the data from the survey results. However, only the sick days and the
composite of total absences used as sick and personal days proved to be significantly related to
teacher’s TVAAS-based evaluation scores via the expected negative direction due to
measurement scaling. Although there was not a statistically significant relationship between
teacher’s use of personal days and their TVAAS- based scores, the relationship did trend in a
direction that was anticipated. The results did not prove that there was a relationship between
teacher absenteeism and teacher evaluation scores.
Teacher Absences and TVAAS Evaluation Scores Moderated by Demographic
The second research question was: To what extent is the relationship between teachers’
self-reported three-year average of teacher absences and their self-reported three-year average
TVAAS evaluation scores significantly moderated by such demographic variables as gender,
ethnicity, age, number of years teaching, level of educational attainment, and number of years at
their current school?
Within the six demographic variables: male, female, white, other ethnicity, 45 years or
younger and older than 45 years, correlations between the three measures of teacher absenteeism
and the teacher’s TVAAS-based evaluation scores gender, ethnicity, and age were compared for
each of the two subgroups. Using the Fisher r to z transformation, eighteen pairs of correlations
were compared to determine if any of the demographic characteristics moderated the overall
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relationships. The results from the survey trended an expected negative direction. As seen in
table 4, the three significant relationships between teacher absenteeism and teacher evaluation
scores were present for white teachers as measured by sick days (r = -28, p = .014) and (r = -.24,
p = .038) respectively. Given the sample sizes, white teachers = 76 and non-white teachers = 13.
There may be insufficient sample size in the non-white population for any effect to emerge.
Within the white population, the limit on the number of personal days may have restricted the
emergence of any effect. This is a human resource policy issue. Additional significance
emerged for both experienced and education, see table 4 for specific variables. This pattern of
results indicated that four more capable teachers (more experienced and more educated) lower
absences were significantly correlated with higher TVAAS scores.
Teacher Absences and Overall Satisfaction with Teaching
The third research question was: What is the strength of relationship between the selfreported three-year average of teacher absences taken by teachers and their overall satisfaction
with teaching as measured by the Purdue Teacher Opinionnaire
On the survey, item number four asked, “If I could plan my career again, I would choose
teaching.” A total of 69.7 % of teachers agreed whereas 30.3% said they would not choose
teaching again. When asked if teaching gave them a great deal of personal satisfaction, an
overwhelming number of teachers with 94.4% in agreement expressed satisfaction. As seen in
table to, significant relationships existed between teacher overall satisfaction and their absences.
In general, teachers who were sick less often and who took fewer absences tended to be more
highly satisfied and significantly so. Additionally, teachers who were more satisfied, reported
using fewer personal days although this trend did not attain statistical significance. These data
support what Brown and Arnell (2012) suggested, that high teacher satisfaction is significantly
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related to low teacher absenteeism. Neubert (2004) states, “Satisfied employees are more likely
to remain in a position and to avoid absences than are dissatisfied employees” (p. 1). Klassen et
al. (2010) reported teacher absenteeism and its relationship to job satisfaction has shown that
teachers who are satisfied with their work, display increased levels of motivated behavior and
performance. These results support the finding of Evans (1993), who stated that teachers are
motivated by their love of teaching students through their opportunity to render service.
Teacher Absences and Overall Satisfaction with Teaching Moderated by Demographics
The fourth research question was: To what extent is the relationship between teachers’
self-reported three-year average of teacher absences and their overall satisfaction with teaching
as measured by the Purdue Teacher Opinionnaire significantly moderated by such demographic
variables as gender, ethnicity, age, number of years teaching, level of educational attainment, and
number of years at their current school?
The vast majority of respondents were white (n = 76) while the remaining were nonwhite (n = 13). See table 6 for statistical results of this analysis. For white teachers, there was a
negative relationship between teacher satisfaction and teacher absences (r = -.23, p = .045). For
the non-white category, the low sample size probably prevented the emergence of a statistical
significant pattern. The same pattern emerged for respondents 45 years older or less. Within this
category, teachers with high satisfaction were significantly less likely to report being absent (r =
-.25, p = .040). For female respondents (n = 82), higher satisfied teachers were related to lower
absenteeism (sick days) but not significantly so (r = -.22, p = .051). Johnson and Holdaway
(1994) noted that teachers who are highly satisfied are less likely to be absent on the job.
Because the vast majority of the population in this study consisted of young white females, the
pattern for these categories may have emerged due to the sufficient sample size.
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TVAAS Evaluation Scores and Overall Satisfaction with Teaching
The fifth research question was: What is the strength of relationship between teachers’
self-reported three-year average TVAAS evaluation scores and their overall satisfaction with
teaching as measured by the Purdue Teacher Opinionnaire?
Based upon the 89 participants who respondent to the survey questions, there is no
statistically significant relationship between teachers’ TVAAS-based evaluation scores and their
overall satisfaction with teaching, although positive. When looking at teachers with more
experience, the Fisher r to z transformation produced results that approached but did not attain
the conventional threshold set for statistical significant outcome. The results suggest that the
relationship between teachers’ TVAAS-based evaluations and how satisfied they are with
teaching trends stronger for teachers with more years of teaching experience.
These results paralleled the assessment made by Gaziel (2004) in which he found that
teachers who are satisfied with their teaching position had higher levels of satisfaction and were
absent less. Based on the research of Brown and Arnell (2012), a major part in determining who
is absent from the instructional environment is to look at the profiles of teachers’ gender and life
stage. Teachers who are successful in the classroom are much more likely to be present in the
classroom and encompass a strong sense of their own capabilities and are confident in their
teaching abilities (Klassen et al., 2010); however, Brown and Arnell (2012) noted that teachers
do not feel a connection to the workplace and feel they are ineffective in the classroom when
they receive low scores on their evaluations. Teachers who received low performance markings
tend to miss a greater number of days than those who did not. This denounces what Tracey
(1978) found in his study in which he stated administrators should not intervene directly into the
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job satisfaction of teachers, but help teachers see that they themselves have the potential, through
their own efforts, to increase their job satisfaction.
Teacher Evaluation Scores and Overall Satisfaction with Teaching Moderated by
Demographics
The sixth research question was: To what extent is the strength of relationship between
teachers’ self-reported three-year average TVAAS evaluation scores and their overall satisfaction
with teaching as measured by the Purdue Teacher Opinionnaire significantly moderated by such
demographic variables as gender, ethnicity, age, number of years teaching, level of educational
attainment, and number of years at their current school?
Although the results proved that there was no statistically significant relationship
between a teachers’ TVAAS evaluation scores and their overall satisfaction with teaching, it is
possible that these results are moderated by administrator’s behavior (Gaziel, 2004). As reported
by Tracey (1978), “…the potential for greatly improved teacher performance is directly related
to the amount of concern their administrators have for them and the amount of faith they
demonstrate they have in them” (p. 242). Regardless of the demographic variables used to
measure the relationship between evaluation scores and the teachers’ overall satisfaction with
teaching, it is perceived that when teachers have the freedom to express ideas, feel support from
administration, and allowed more autonomy to be the professionals they are hired to be, they are
less likely to be absent from school (Gaziel, 2004). However, Kyriacou’s (2001) research has
shown that teachers are exposed to a number of sources of stress and several of the main sources
of stress are being evaluated by others, the workload demands, having difficult or challenging
relationships with colleagues and administrators.
Implications
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The finding from this study can be very beneficial for district leaders and school
administrators. First, they need to become aware of the importance of teacher absenteeism and
how it can impact the overall effectiveness of schools as a whole. There are several factors that
affect teacher absenteeism for which the school district has control to some degree. The number
of sick and personal days awarded to teachers during a school year, the system chosen in which
teachers are evaluated, and a modest amount of stress placed upon teachers through the
workload, support of administrators, teachers having a voice in decisions that may affect their
ability to perform the job assigned to them, and the amount of resources they are provided a
school year can lead to the teacher’s overall satisfaction with teaching in general. The area
identified as the most significant underlying cause of teacher absenteeism is that of
dissatisfaction with the teaching (Gaziel, 2004). Productive strategies for evaluating outcomes
are becoming increasingly important for the improvement, and even the survival, of teacher
education (Darling-Hammond, 2006). It is important for school leaders to identify areas that can
guide their schools to produce high-quality instruction by paying attention to teacher absenteeism
and its relationships to barriers that can increase teacher absenteeism. As expected, this validates
real world experience that teachers who were in the classroom have high TVAAS scores. More
capable teachers tend to be absent less and have high TVAAS. Higher satisfied teachers tend to
be absent less often. These finding parallel many teacher experiences in the schools as well as
research findings. The relationship between teacher satisfaction and teacher effectiveness scores
is not as clear. This relationship may be moderated by administration behavior. As reported by
Smith et al. (2010) the impact of administration behavior on teacher effectiveness and teacher
satisfaction is clear. Strong and successful relationships are important in the field of education.
Conversations within the schools should be about trust and how to implement this key
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component to help promote healthy relationships. Measuring teacher effectiveness is important,
administrators should value what their role is when it comes to their impact on how well the
students are able to perform in the classrooms (Napoles & MacLeod, 2013). Shields (2009)
reported,
“Administrators absolutely need to first and foremost support and protect the faculty.
They need to treat teachers like professionals by giving them freedom and autonomy in
the classroom. Administrators need to understand the overwhelming mental, physical,
and emotional stress teachers in these districts are under and limit extra duties. They need
to work to develop programs that involve parents and the community in ways that support
teachers.” (p. 79)
In light of the Purdue Teacher Opinionnaire data, the following implications are offered.
Implication 1
Sick days were more robust according to the Purdue Teacher Opinionnaire. The
teacher’s use of more sick days could be due to the amount of days allotted at the beginning of
the school year. Teachers are allowed two personal days, which if are not used, will convert to
sick days. This enables teachers to gain more sick days at the beginning of another school year
to use at their discretion. Only if teachers miss three consecutive days, will they have to produce
a statement from the doctor. The amount of days allotted to teachers appears to be a human
resource or a board policy problem.
Implication 2
Choosing teaching as a career is a noble one. However, it was evident that 69.7% of
teachers stated that if they could plan their career again, they would choose another profession
according to the Purdue Teacher Opinionnaire. This could be due to the amount of work they
must complete, in addition to teaching students the skill needed daily. Also, teachers may
experience some degree of stress based on the workload, an overabundance of programs,
professional development activities, lack of financial incentives, or the amount of paperwork that
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must be completed in short time frames, and the amount of time that is needed in a school day to
get everything completed. One action implemented by school leaders, could be to provide
teachers with more incentives for good measurable teacher attendance in monetary benefits or
some form of public recognition.
Implication 3
Evidence, according to the Purdue Teacher Opinionnaire, suggests that teachers with
more than 11 years of experience are satisfied with teaching in general. Teachers reported that
they feel successful and competent in their present position with 95.5% in agreement. This could
be due to teachers understanding the benefits associated with good attendance. For example,
teachers with less absences get higher TVAAS scores and are more satisfied with teaching in
general because 94.4% of teachers said that teaching gave them a great deal of satisfaction.
Teachers with more experience could have different values and a different work ethic when it
comes to teaching and how satisfied they are with teaching. Furthermore, this group may have
older children which may allow them to have the freedom to dedicate their time to teaching thus
removing the stress of trying to balance family and work.
Implication 4
The data suggested that there is a relationship between teacher absenteeism and teachers
who are 45 years of age or fewer. This could be directly related to the constraints younger
teachers have on them. Having children for which they are responsible for could be a reason
this age group tends to be absent. Their work ethic is another factor that could be a direct link to
the relationship between teacher absences and this age group. Their mind set is totally different
from teachers who are older. Another reason teachers in this age group are absent could be that
teachers younger than 45 years of age have a tendency to leave school early, therefore not being

81

prepared for the next day could cause missing a day very tempting. Furthermore, younger
teachers usually do not have the invested time in education as their older counterparts in that it is
just a job and they do not quite see the benefits for the future.
Implication 5
According to the data, there is no significant relationship between teacher absences and
their TVAAS evaluation scores. This could be due to the teachers being accustomed to the new
Tennessee Educator Acceleration Model (T.E.A.M.) evaluation system and their focus is on
teaching the students and not the scores received from an evaluation. The focus of observations
should be on student and teacher actions because that interaction is where learning occurs.
Teachers may feel that the evaluation system is more subjective than objective and that their
overall professionalism score is based upon more than just observations, but a comprehensive
score that includes both quantitative and qualitative measures; achievement measure (15%),
growth measure (35%), and observations (50%). The bottom line is, teachers are not missing
days due to the evaluation scores they receive during the school year.
Implication 6
When teachers are present, it will help to build strong relationships with students as well
as their peers which are essential elements of teaching. The Purdue Teacher Opinionnaire data
indicated, with 100% in agreement, that teachers find their contacts with students, for the most
part, highly satisfied and rewarding. This is important to note because it would be very difficult
for teachers to form these critical relationships when teachers are not present. In addition, 95.5%
of the teachers surveyed stated that they love teaching. This indicates that for teachers to love
teaching, they must love the people they come in contact with on a daily basis. Another
important thing to note is that teachers recognize the importance of having the respect from
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fellow teachers. In addition, 97.7% of teachers value what their peers believe about them noting
that the other teachers think that they are good teachers.
The results confirmed the research: there is a relationship among teacher absenteeism,
evaluation scores and the teacher’s satisfaction with teaching. Winkler (1979) said that teacher
absenteeism is poorly understood and the absenteeism is attributable in part to illness and in part
to abuse of sick leave privileges. What needs more study is the impact on administration
behavior on the relationship of teacher effectiveness and teacher satisfaction. Also, at the district
level, leaders need to address the number of sick days allotted to teachers because the results
indicate that this may be a human resource problem.
Recommendations for Further Research
For future researchers, the findings of this study offer positive implications school leaders
who may be interested in studying teacher absenteeism and its relationship among teacher usage
of sick and personal days, the teacher’s professional evaluation scores, and their satisfaction with
teaching.
For future research:


Research analyzing data for middle and high school populations by surveying all teachers
in the school district to determine the relationship among teacher absenteeism, usage of
sick and personal days, professional evaluation scores, and satisfaction with teaching.



Research analyzing data to determine how teacher absenteeism impacts student academic
achievement at the elementary level.



Research analyzing other variables such as the days of the week and days absent closest
to holidays are other factors that could contribute to teacher absenteeism.
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Research analyzing gender, age, and ethnicity could determine the rate of teacher
absenteeism in terms of the characteristics of teachers who are absent.



Research analyzing the extent of teacher absenteeism by looking at factors such as: job
dissatisfaction, teacher burnout, and a decrease in teacher morale (Brown & Arnell,
2012).



Research analyzing data determining the relationship between teacher absenteeism and
socioeconomic factors could be examined.



Finally, a mixed-methods study to collect empirical data about teacher absenteeism based
upon the teacher’s perspective through interviews could provide great insight to school
leaders about the importance of teachers being in attendance.
Summary
A discussion of the findings, implications, and recommendations for possible areas of

future research were provided in Chapter Four. At the conclusion of this research, it was
determined that there is a relationship among teacher absenteeism in terms of sick and personal
days, the teacher’s professional evaluation scores, and the teacher’s satisfaction with teaching in
general. Teacher absenteeism is important to the financial stability of a school district and the
overall effectiveness of a school. Reviewing school human resource or board policies an allotted
sick and personal days to teachers at the beginning of the school year is worthy of examination
for any school district. If the school district would enact policies that discourage teachers from
taking excessive sick days, it would improve teacher attendance (Glatfelter, 2006). Because
there has not been an ample amount of research on teacher absenteeism, hopefully this study
adds to the literature from another perspective. It is imperative for school leaders to stay current
of the implications that teacher absenteeism can bring about within a school setting. Gaziel
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(2004) stated educational leaders needed to do a better job at monitoring teacher absenteeism.
Because sick days are easier to take due to the amount of days allotted to teachers verses
personal days, it would be advantageous to prevent teachers from taking advantage of sick days.
A system needs to be instituted whereby district leaders and school administrators can capture
days absent at a glance and get a daily printout detailing the amount of money that is paid out to
substitute teachers. One such program is Kelley Services. This program is used in larger school
districts across the state of Tennessee. After the completion of this study, it was concluded that
TVAAS and satisfaction are both slightly but significantly related to the use of sick days and the
aggregate of days absent based on the survey data collected from the seven elementary schools
located in the southwestern rural area of Tennessee.
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APPENDIX A

Dear Superintendent ______________________________,
My name is Marilyn Denice Russell, and I am a doctoral student at The University of
Memphis. I wish to conduct research pertaining to relationships among teacher
absenteeism, evaluation scores, and satisfaction with teaching at the elementary school
level. This is a relevant topic and very beneficial to your district because teacher
absenteeism is a growing problem in the United States. When teachers are absent, students
cannot learn, and it is imperative for instructional leaders to stay abreast of issues that can
impact the educational system.
The study will involve surveying teachers in grades third though fifth via the online
program Survey Monkey during the 2015-2016 school year from seven elementary schools
within your district for the purpose of collecting relevant information related to teacher
absenteeism. The study will not pose any unusual risk to the participants. Throughout the
study, the confidentiality of the teachers’ identity will be protected and will not be
disclosed in the findings.
Attached you will find a permission from. Please print this document to your district
letterhead, sign, scan, and send it to me via email.
The purpose of this letter is to seek your permission to conduct this study in the
Tipton-County School District. Thank you for your help as I complete this final phase of
my study. If you have any questions or concerns, you may contact me at:
•
•
•
•

Home
Work
Cell
Email

901-835-3991
901-840-9537
901-262-4135
mdrssell@memphis.edu

Sincerely,

Marilyn Russell
Doctoral Student at The University of Memphis
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APPENDIX B

Date: _______________________

Dear Mrs. Russell,
The Tipton County School District has approved your request to conduct your study
throughout the school system during the 2015-2016 school year. The purpose of this
research is to explore relationships among teacher absenteeism, evaluation scores, and
satisfaction with teaching at the elementary school level. I give my permission for you to
conduct your study and email the survey instruments to all seven elementary school
principals for teachers in grades third through fifth to complete. Participation in this study
is voluntary and all of the information gathered from the surveys will be kept confidential.
The names of each individual will remain anonymous and there is no known potential risk
to any of the participants.

_______________________________________
Superintendent’s Signature
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APPENDIX C
IRB Approval 4109
Hello,
The University of Memphis Institutional Review Board, FWA00006815, has reviewed and
approved your submission in accordance with all applicable statuses and regulations as
well as ethical principles.
PI NAME: Marilyn Russell
CO-PI:
PROJECT TITLE: An Investigation of Relationships among Teacher Absenteeism,
Professional Evaluation Scores, and Their Satisfaction with Teaching at the Elementary
Level.
FACULTY ADVISOR NAME (if applicable): Renee Murley
IRB ID: #4109
APPROVAL DATE: 7/22/2016
EXPIRATION DATE:
LEVEL OF REVIEW: Exempt
Please Note: Modifications do not extend the expiration of the original approval
Approval of this project is given with the following obligations:
1. If this IRB approval has an expiration date, an approved renewal must be in effect to
continue the project prior to that date. If approval is not obtained, the human consent
form(s) and recruiting material(s) are no longer valid and any research activities involving
human subjects must stop.
2. When the project is finished or terminated, a completion form must be completed and
sent to the board.
3. No change may be made in the approved protocol without prior board approval, whether
the approved protocol was reviewed at the Exempt, Expedited or Full Board level.
4. Exempt approval are considered to have no expiration date and no further review is
necessary unless the protocol needs modification.
Approval of this project is given with the following special obligations:
Thank you,
James P. Whelan, Ph.D.
Institutional Review Board Chair
The University of Memphis.
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APPENDIX D
Teacher Absenteeism Survey
Marilyn Russell
Tue 5/24/2016 9:35 AM
To: Rebekah Byrd; Varissa Richardson; Brooke Shipley; Jill McIntyre; Patricia Mills;
Anne Adams; Autrell Williams
Dear Administrators,
I am a doctoral student in the Instructional Curriculum and Leadership Department (ICL) at
the University of Memphis. I am writing to ask that you encourage your teachers to take
part in my study about Relationships among Teacher Absenteeism, Evaluation Scores, and
the Teacher’s Satisfaction with Teaching at the Elementary School Level. I obtained
permission from Dr. John Combs, for teachers in grades 3rd-5th to participate in this study
by completing the survey via Survey Monkey.
The survey is anonymous and will require no more than 10 to 15 minutes to complete. The
results will be used to determine if there is a relationship among usage of sick and personal
days, professional evaluation scores, satisfaction with teaching in general, and teacher
absenteeism.
Participation in this study is voluntary. The questions asked in the survey will not provide
any identifying information. The link to complete the survey is:
https://www.surveymonkey.com/r/satisfaction_absences
All questions about the study may be emailed to either my advisor Dr. Renee Murley at
[reneelee@memphis.edu%20]reneelee@memphis.edu or to myself at [mrussell@tiptoncounty.com]mrussell@tipton-county.com
Thanks for your cooperation as I complete my educational journey.

Yours in education,
Marilyn D. Russell
Doctoral Student, The University of Memphis
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APPENDIX E
Date____________________________
Dear Colleague,
I am presently enrolled in the doctoral program at The University of Memphis, and I am in the
process of conducting research associated with my topic: Relationships among Teacher Absenteeism,
Evaluation Scores, and Satisfaction with Teaching at the Elementary School Level.
Permission has been granted to me from your superintendent to email this on-line survey to all
certified teachers in grades third - fifth at your school. You are being invited to take part in a research
study about teacher absenteeism because it can provide school leaders at the district level insight on
the importance of decreasing teacher absenteeism for teachers in grades 3rd – 5th. If you volunteer to
take part in this study, you will be one of about 90 people to do so in the Tipton County School
System.
Upon the completion of the study, a copy of the dissertation will be shared with the director of
school. All identifying information of the participants will remain anonymous throughout the study.
The data collected will be compiled, and it will not disclose any information of individual
participants. No interviews or contacts with the participants will take place at any time during this
study. The survey can be completed in 10 to 15 minutes.
By completing the survey, you will have no more risk of harm than you would experience in
everyday life. Each participant may experience some discomfort in answering the questions about
their satisfaction with teaching, but because the survey is anonymous, the researcher will not know
the identity of the participants nor the school for which you are employed.
If you decide to take part in the study, it should be because you really want to volunteer. You will not
lose any benefits or rights you would normally have if you choose not to volunteer. There are no
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costs associated with taking part in the study, and you will not receive any rewards or payment for
taking part in the study. If you do not want to participate in the study, there are no other choices
except not to take part in the study.
Once the participant submits the survey, the researcher will collect the data and analyze it for the
purpose of making a determination of the factors believed to influence teacher absenteeism. No data
gathered will be stored for future use once the study is complete.
The Survey Monkey will be set to Anonymous Responses by the researcher to ensure confidentiality.
No identifying information will be made known at any time during this study.
Directions for completing the survey:
1. Click on the web link of the Survey Monkey:
2. If you decide to take part in the study, simple click on Agree and proceed to the questions in
Survey Monkey.
3. If you decide to not participate in the study after opening the survey, you still have the right to
decide at any time that you no longer want to continue. Simple click Decline to cancel or close the
browser on Survey Monkey.
4. After completing the survey, simple click submit and this will close the survey.
If you have any questions about your rights as a volunteer in this research, contact the Internal
Review Board at the University of Memphis at 901-678-2705.
Again, thanks for cooperation as I complete this educational journey. If for any reason you feel the
need for clarification about the survey, you may contact me at 901-835-3991 or
mdrssell@memphis.edu.
Sincerely,
Marilyn D. Russell
Doctoral Student at The University of Memphis
103

APPENDIX F
Teacher Absenteeism Survey
WELCOME!
The purpose of the present study is to explore relationships among teacher absenteeism,
evaluation scores, and satisfaction with teaching at the elementary school level.

This questionnaire is divided into three sections. In Section One, a few demographic
questions about yourself will be posed. In Section Two, you will be asked about the rates
at which you have used sick and personal days, as well as about your Three-year average
TVAAS-based teacher evaluation scores you have obtained. Finally, in Section Three,
you will be presented with 20 statements related to your satisfaction with teaching—
specifically, how much you love to teach, feel competent in your position, enjoy
your students, and believe in the future of teaching as an occupation.

The survey is anonymous and will require no more than 10 to 15 minutes of your
time to complete.
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INFORMED CONSENT

Participation in this survey is voluntary and your answers will be kept strictly
confidential. If you agree to participate, please check the "agree" response below. If you
wish to drop out, please check the "decline" button to exit the survey immediately.
I understand these conditions, and I AGREE to participate. Go to the survey.
I understand these conditions, and I don't wish to participate. I DECLINE
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Section One
Demographic Questions
SECTION ONE: DEMOGRAPHIC QUESTIONS

By clicking the appropriate radio button, provide the following information about
yourself.
1. What is your gender?
1) Male

2) Female

2. With which of the following ethnic/racial groups do you most identify?
1) African-American
2) Asian-American
3) Hispanic/Latino
4) Native American/Pacific Islander
5) White/Caucasian
6). Other (please specify)
3. Which of the following ranges captures your present age?
1) 20–35 years
2) 36–45 years
3) 46–55 years
4) 56–65 years
5) Over 65 years
SECTION ONE: QUESTIONS ABOUT CURRENT PROFESSIONAL STATUS

Use the drop down boxes to provide the following information about your current
professional
status
4. How many years in all have you been an educator?
5. Of the following, which choice represents the highest level of education you have attained?
1) Bachelor's Degree or less
2) Bachelor's Degree plus Graduate Hours
3) Master's Degree
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4) Master's Degree plus Graduate Hours
5) Ed.S.
6) Doctoral Degree (Ed.D or Ph.D)
6. How many years have you held a position at your current school?
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SECTION TWO: THREE YEAR AVERAGE NUMBER OF ABSENCES COUNTED AS "SICK DAYS"
7. Considering the last three years, indicate the AVERAGE number of days absent you've taken
and counted as "sick days"? (Note: if you have fewer than three years of sick days to count, describe the most
recent.)
Zero sick days 0)

Eight sick days (8)

Sixteen sick days (16)

One sick day (1)

Nine sick days (9)

Seventeen sick days (17)

Two sick days (2)

Ten sick days (10)

Eighteen sick days (18)

Three sick days (3)

Eleven sick days (11)

Nineteen sick days (19)

Four sick days (4)

Twelve sick days (12)

Twenty sick days (20)

Five sick days (5)

Thirteen sick days (13)

More than 20 sick days (20+)

Six sick days (6)

Fourteen sick days (14)

Seven sick days (7)

Fifteen sick days (15)

SECTION TWO: THREE-YEAR AVERAGE NUMBER OF ABSENCES COUNTED AS "PERSONAL
DAYS"
8. Considering the last three years, indicate the AVERAGE number of days absent you've taken
and counted as "personal days"?(Note: if you have less than three years of personal days to count, describe
the most recent)
Zero personal days 0)

Eight personal days (8)

Sixteen personal days (16)

One personal day (1)

Nine personal days (9)

Seventeen personal days (17)

Two personal days (2)

Ten personal days (10)

Eighteen personal days (18)

Three personal days (3)

Eleven personal days (11)

Nineteen personal days (19)

Four personal days (4)

Twelve personal days (12)

Twenty personal days (20)

Five personal days (5)

Thirteen personal days (13)

More than 20 personal days (20+)

Six personal days (6)

Fourteen personal days (14)

Seven personal days (7)

Fifteen personal days (15)

SECTION TWO: THREE-YEAR AVERAGE OF TVASS-BASED EVALUATIONS RECEIVED
9. Considering the last three years, indicate the choice that ON AVERAGE describes the TVASSbased teacher evaluation score that you've received? (Note: if less than three years of scores,
describe the most recent.)
1. ABOVE an average of THREE (3)
over the last three years
2. ABOUT an average of THREE (3)
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over the last three years
3. BELOW an average of THREE (3)
over the last three years

SECTION THREE: SATISFACTION WITH TEACHING, PAGE 1
The following 20 statements are designed to capture your opinions about aspects of your
work as a teacher and your relationships with your supervisors, colleagues, and students.
After reading each statement carefully, indicate whether you definitely disagree with it (1),
probably disagree with it (2), probably agree with it (3), or definitely agree with it (4).There
are no right or wrong responses, and
they are held in strictest confidence.
Purdue Teacher Opinionnaire--Satisfaction with Teaching
Definitely Probably Probably Definitely
disagree disagree agree
(1)
1. Teaching gives me a great deal of personal satisfaction.
2. Teaching enables me to make my greatest contribution to society.
3. I love to teach.
4. If I could plan my career again, I would choose teaching.
5. I would recommend teaching as an occupation to students of high scholastic ability.
6. If I could earn as much money in another occupation, I would stop teaching.
7. I find my contacts with students, for the most part, highly satisfying and rewarding.
8. I feel that I am an important part of this school system.
9. I feel successful and competent in my present position.
10. I enjoy working with student organizations, clubs, and societies.
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(2)

(3)

agree
(4)

SECTION THREE: SATISFACTION WITH TEACHING, PAGE 2

The following 20 statements are designed to capture your opinions about aspects of your
work as a teacher and your relationships with your supervisors, colleagues, and students.
After reading each statement carefully, indicate whether you definitely disagree with it (1),
probably disagree with it (2), probably agree with it (3), or definitely agree with it (4).There
are no right or wrong responses, and
they are held in strictest confidence.
Purdue Teacher Opinionnaire--Satisfaction with Teaching
Definitely Probably Probably Definitely
disagree disagree agree
(1)
11. I am at a disadvantage professionally because other teachers are better
prepared to teach than I am.
12. As far as I know, the other teachers think I am a good teacher.
13. The “stress and strain” resulting from teaching makes teaching
undesirable for me.
14. Most of the actions of students irritate me.
15. My students regard me with respect and seem to have confidence
in my professional ability.
16. My students appreciate the help I give them with their schoolwork.
17. To me there is no more challenging work than teaching.
18. As a teacher, I think I am as competent as most other teachers.
19. I really enjoy working with my students.
20. I am well satisfied with my present teaching position.
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(2)

(3)

agree
(4)

EXIT PAGE

Thank you
for your interest and
participation in our
survey!

111

